An Assessment
of Telework in the
New York
Metropolitan
Area

December 2001

Prepared by

Elham Shirazi, E-planning
Kim Brant, Integrity Business Consulting
Steve Gerritson, Pacific Rim Enterprise Center
Ann Dempsey, Pacific Rim Enterprise Center
Lori Diggins, LDA Consulting

- The U.S. Department of Transportation acknowledges the contributions of the
Greater New York Telework Steering Committee and the New York Metropolitan
Transportation Council to this project.

R

U.S. Depariment of Transportation
Office of the Secretary of Transportation






An Assessment of Telework in the New York Metropolitan Area

Table of Contents

EXECUTIVE SUMMARY ....cccveerensensnecsncnne

CHAPTER 1: PURPOSE OF THIS REPORT 6
Objectives of Telework Bill................c.cococvviciucnnninininiininiiniescscseseessesesscsees 6
GeOZTADAIC SCOPE ...ttt sttt sa s sess e st saeseessnaesene s 6
MEthodOIOZY .........ouoeeoiiiiiiiiiiitcctecet ettt 6
CHAPTER 2: BACKGROUND 8
OVERVIEW ON TELEWORKING  ....... coeecieiiiiiieiieeeeiiaees veseressenneeanssnaneesseensssaeessnsasesans 8
INSTITUTIONAL AND MARKETPLACE BARRIERS TO TELEWORKING ..........covveeerveeennnnennn. 9
Management ISSUES ..................ccuceeeiuiicriinrcnnieninrertinerss st e sa e 9
Productivity ... ......ooccooooiiioiiiiis ettt ettt e teeteeeenteaans e 9
Loss Of CONtrol................. cooouvoeeeeeeeeeeeeeee e+ e rteaes eeves vesveens 10
Loss of Corporate Loyalty or Company NY 72 o 1 SRS 10
SECUTILY ISSUES .............. oo ettt eas cesteeesaeaeeaeaeeeees oeaeeeen 10
LEGAL AND POLICY ISSUES IMPACTING TELEWORK . ......cuuuuiururrirmieeeennnnrannnnnnenseneeennens 10
ZOTING ..cccooetieaieeeeteeee et eee e et e e et eesa e seaeeseeasan s b e m s st as st e r s e seeeeeaesessnnaseassneasnnnnns 10
OSHA .ottt et stasee e s et s sneessee st e sae e s et et e e s saas et e et e et eesre et e e esenatas 11
Y 7572 11 Lo R TSRO 11
TECHNOLOGY ISSUES IMPACTING TELEWORK ........ccoeevereeeieriieecnneeeeceinnreneeeeene ceenennes 12
Day-to-Day Teleworking Technology Needs................ccueuirccreaereercvcescenrencenans 12
Technology for CONNecCtivity ...............cocuoeeeeeceenereserensenneneecesseesesecessessesssasssssseas 12
SUMMATY ...ttt ettt e et ae st s sas e s saee e sea st ensnssasaesessesansnansassannens 13

CHAPTER 3: CURRENT LEVELS OF TELEWORKING IN THE
METROPOLITAN REGION 14
NATIONAL TELEWORKING LEVELS .. ....ccoooitiiiiiiiiieeiiieeeeeneceeeetee e e e e eernneeesaeeeere e ennes 14
Trip Time and Distance.................occecceueeeceneneraccranne crreeeeree et et ereerens 14
TeChnOlOY USQEE.........cccoueeiincenaveaieecsaeeeesesereeseeeseeseeeaeesessnssasassessaessesaessnnsesen 15
NEW YORK METRO AREA - TELEWORKING LEVELS .......cooiiiiiiiiieeecee e 15
Teleworking Levels..............ocucueneeseieueeienereinnececesestencenesesesesesssssassassessssessaneens 16
Trip Time and DiSIANCe..................c.eeeeceereeeenreecserecneneereseroseessesesessesesssesssssessessnes 17
TELEWORKING INNEW YORK STATE .....ccciiiiiiiiiirieieiiins + coteeeeerveeeetnneseesesesssessnnnesnns 18
Modes Of Transport = NY ... eeecceeececieeeeeeeieeeeesesessssesansessssessesesesessssessessnnens 18
Travel Time and Distance = NY............cccouueureeneeesernrecirseenesieeseensesssessessssssesssenes 18
TELEWORKING INNEW JERSEY .......ccciieiiiiiirieeierieeeesnnreeeseireeesneeeseevnneesssveseneees Teveees 19
Modes of Transport - Ni...........eoiieeiieiiiietreee et sasnsesees 19
Travel Time and Trip Distance - NJ...........ccccovcecciivounnumnencenseneseeseeseeceeserseeseecans 19
TELEWORKING IN CONNECTICUT ......ccuvviieieeninreeeenreeeeeeernnreeeensneessssesssessneseesssssnsssenns 20
Modes of Transport — CT.............uuccuieeormreccenetenereesteecr s eeeee e s saesesesesessensessenas 20
Travel Time and Trip DiStAnce - CT ..........ceouumeeevciveenncesineicesiceeiesestsneeseeseans 20

Telecommute COMMECHCUL! DI ..........c.coeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeaseseesesssssssessnsnmnen 20



ii

SUMMARY . .ociittiiiiis et e s e C e e e e L 22
CHAPTER 4: PROPOSED AND EXISTING POLICIES REGARDING
TELEWORK 24

PROPOSED AND EXISTING FEDERAL LEGISLATION ...... .ocoovviiiinieeieeen et e eee e o 24

Transportation Equity Act for the 21st Century (TEA-21), P.L. 105-178, as amended
.............................................................................................................................. 24
P.L. 106-69, Section 365, and P.L. 106-24, SeCtion 2603............eeeeeeeeeeeeeeeeeenneeanns 24
8. 521; HR. 1012, 107" CONGTESSe...oooeeerereeeeeeeeereeeeeseereeressessesesseeessseserene 24
8. 522; HR. 1035, 107" CONGPESS.eronooeeeeeeoreeeeeeeeeeeeeeeeseeseeseeeeeseosseenseseasens 25
P.L. 106-346, SECHON 359........c.coovuurrenurieieceeseeeeressniessessessesressassssasssssesssssssessnses 25
PROPOSED AND EXISTING NEW YORK-LEGISLATION ......cccovviiies eeeeeeeeeeeeeereeeeenanenns 26
ASSeMDLY Bill 953..........ccouieeeieeieiteecteeeee e ses et ss et es e st st ses s 26
PROPOSED AND EXISTING NEW JERSEY-LEGISLATION ......cc. tommeeieeeeeeeeeeeeeee e 26
ASSEMDBLY Bill 2648..........ccooaereeeeeeeeereereeteeeeeetee st et sees e esssssmes e stesessaeseeee e nns 26
ASSEMDBLY Bill 1193 .......couooeeeeeeieeeeeeeteeeeeeeeaesee s ssst st eas e sssasenesessensesssesenenn 27
Legislative Statute 27:1B-21.18..........uuoueeeeeeeeeeaeeeeereeeereeereeeeesesseesseeseseseseseneeeens 28
CONNECTICUT ....c..cectien totiiiieteceeeeeeeteee et eeeeeeees eoreeeeeeeeees eeeeeas —eeeseeesesssereesensn 29
Regulations of Department of Transportation Concerning Voluntary Traffic
ReQuCtion PrOgram ..................uuueeeeeeeeeereeseeeeeseeeereseeseessesssessssssssssssmensensessnenes 29
The Connecticut DOT Voluntary Traffic Reduction Tax Credit Program.............. 30
SUMMARY OF LEGISLATION AND LEGISLATIVE PROPOSALS ... ceooveeeeeeeereeeeeeeenans 31
CHAPTER 5: CONFORMITY AND STATE IMPLEMENTATION PLAN
ANALYSIS 34
Conformity BUdGELs................uoeeueueenieeiesrersressesessssseassseessesseessssssasssssssassnnns 35
NeW YOrk.......o et 35
INEW JEISEY ...t ettt et e et e e e e e et e e e e eee e e es e e e 35
CONNECLICUL ............cviiiii ettt ettt ee e e e 36
State Implementation PIANS ................ceeueeeeeeerererreeereseereseeseesssssseesssseaseesssseeees 36
NEW YOTK.......oiiiiie ettt ettt ee et en e ee e 36
INEW JEISEY ...ttt ettt et eeee e ee e eeeeeeeeeeesessans 36
Connecticut ......... ettt e nead et st e e S e e 36
SUIIATY ...ttt ssass s et eee e es e sseesessesessesssaens 36
CHAPTER 6: TELEWORK SERVICE PROVIDERS 38
NEW YORK-PUBLIC RESOURCES...........c.coietieeaeeeeeeeeeeeeeeeeeeeeeeeseeeee e ee e eesee e 38
COMMUIETLINK........o...cooeeeeeerereeeeeeeeseee ettt se s e s eese e ssesssseesssees 38
Long Island Transportation Management........................ccceeueeeeeeeeeeeecvererersneenens 38
Westchester County Department of Transportation-SmartCommute ...................... 39
NEW JERSEY-PUBLIC RESOURCES...........crueunrurermcrrnsassseseesseesesnssseseessenee s eean O 1
TTANSOPLIONS. .........ccoeeeeneereureereirerereeeeneeseseeseeseesesesssssessessssesessonsssasensssssssesaseneas 39
Greater Mercer TMA.......... Leererre et b e sttt sen e e s e e saae st eberasntenassaesenaens 40
CONNECTICUT-PUBLIC RESOURGCES .........cueometeeeeeteeeeeeeee e e eseeeeseerees e es eeeeeeees 40
Telecommute COMMECHICUL! .............ccoeoerrorrerererenereierensseessessesssesssessssessessensesessses 40



CHAPTER 7: PILOT PROGRAMS
TELEWORKINGPROGRAMS. .. ... ... 0 et oo s s et o« e e

CHAPTER 8: STEERING COMMITTEE

Steering Committee Formation and COMPOSItION...............cccvveeeeeesensnrvieerennnanns
MeELNOOIOZY ........c.uooneeereeeireireeeeceeereee ettt ree e s st se st s be e e e ae e

FARAINGS .ottt e st
Definition Of TEIEWOTK ....... oo e e e e

CHAPTER NINE: RECOMMENDATIONS

A MOdEI PrOZram...............ccoveeeereceeeeeeeiieenteseeecnesensetesessseseesssessessssssssssesesssssenens
PUDLIC AWATENESS ............cueeoeeeeoeeeeceeeeeeeeseeeeeeseeseseseneessnsesssneesnsessnsessssseessmeessmeeenn
Dedicated Sources of FUNAING.............coooeeerueeneriiiniiniicicieec e n e
Market-Based and Tax INCENLIVES.............eeeeeeceeeeieeeeeeiceeeeeeeeeesieessenneesseeesteessennnees

REFERENCES

e
1l

42

42
44

45

45
45
46
46
46
48
48

51

51
52
53
33
53

54






Executive Summary

Introduction

This study was requested by the Conference Report accompanying the Department of
Transportation and Related Agencies Appropriations bill for the fiscal year 2001, H.R.
4475, (House Report 106-940), which calls for “an assessment of the existing policies
and infrastructure involved with telework efforts in the greater New York metropolitan
area” in order to “determine if a telework program, supported by the Federal
Government, could provide significant incentives for increasing the use of telework,
thereby reducing vehicle miles traveled and improving air quality.” (See Appendix)

For the purposes of this study, the New York metropolitan region comprises the New
York, northern New Jersey, and Connecticut severe ozone non-attainment areas.

For this study, research was conducted on prior and existing telework programs. A list of
agencies, stakeholders, and organizations that have proposed or implemented telework
programs in New York was developed and interviews were conducted with those
organizations. A greater New York telework steering committee was then convened with
representation from the three states to develop recommendations for the greater adoption
of telework in the region.

This study presents:

e areview of the barriers facing increased implementation of teleworking,

s the latest data on telework nationwide and in the greater New York region,

e an overview of adopted and proposed legislation,

e areview of teleworking, State Implementation Plans, and transportation

conformity,

summaries of demonstration programs and case studies, and

e steering committee policy recommendations for further implementation of
teleworking in the region.

Background

Telework has grown considerably in the past decade. In 1990, there were approximately
3.4 million teleworkers in the United States. By 2000, there were approximately 23.6

million.

Based on data compiled from the Regional Travel-Household Interview Survey (RT-HIS)
1997-98, in the New York Metro area, approximately 11.9 percent of workers telework
(home-based businesses and those who are employed and work at home) at least one day
per week. The highest telecommuting rate is in Connecticut, where 15.4 percent of
workers telework, and the lowest rate is in New York, where 10.5 percent of workers
telework. Approximately 14 percent of New Jersey workers telework. It should be noted,
however, that this data, which is based on the Regional Travel-Household Interview



Survey (RT-HIS), includes individuals with home-based businesses. From the RT-HIS
study, it was not possible to deduct the quantity or proportion of home-based businesses
from those who work at home.

Barriers to Telework

Barriers to telework have existed since its inception. Management issues have always
posed the greatest barrier for the implementation of telework, and this includes concerns
with productivity, loss of control over workers, and a loss of company spirit or lessened
corporate loyalty on the part of teleworkers. There are also legal and policy issues which
impact telework. These include zoning laws, OSHA regulations, and taxation concerns.
Finally, cost and availability of technology and connectivity has been an issue, but one
which has been largely mitigated in recent years due to advancing technology.

Telework Legislation

The adoption of telework nationally is being enhanced through a variety of existing and
proposed legislative bills. At the Federal level, the Congestion Mitigation and Air
Quality Improvement Program (CMAQ) provides funds for transportation projects or
programs that contribute to attainment or maintenance of the national ambient air quality
standards for ozone and carbon monoxide. Additionally, P.L. 106-69, Section 365, and
P.L. 106-24, Section 2603, address telework by proposing emissions credits for reducing
air pollutants. In addition, S. 521 and H.R. 1012, both entitled the “Telework Tax
Incentive Act,” proposed tax credits for expenses incurred in teleworking. S. 522 and

H R. 1035, entitled the “Small Business Teleworking Act,” called for a pilot program to
raise awareness about teleworking among small business employers, to encourage such
employers to offer teleworking options to employees. The Telework Tax Incentive Bills
nor the Small Business Teleworking Bills have been enacted into law.

Legislation is being proposed at the local level as well. Most recently, in New York,
Assemblymen Kevin Cahill, of Kingston County, NY, and Felix Ortiz, of King’s County,
NY, introduced A.B. 953, the “Telework 2001 Act,” which calls for the creation of a task
force and demonstration program on teleworking to study the impacts and benefits of
telework. Assembly Bill 2648, in New Jersey, grants tax credits to corporations with
teleworking employees. In Connecticut, the Department of Transportation already has
regulations related to a Voluntary Traffic Reduction Program in place. The Connecticut
DOT also offers tax incentives for those companies in Connecticut’s non-attainment area,
which have more than 100 employees and which encourage employees to use alternate
means of travel to work.

Teleworking, State Implementation Planning, and Transportation Conformity

A review of the State Implementation Plans (SIPs) and transportation air pollution
conformity analyses for New York, New Jersey, and Connecticut, revealed that “no
assumptions” were made concerning the level of teleworking and no air pollution credit
was taken for teleworking programs.



Telework Service Providers

Within the New York Metro Region, a variety of telework service providers assist
corporations with the establishment of telework programs and, in some instances, also
gather and maintain metrics related to telework. These organizations offer varying levels
of expertise ranging from merely offering literature to actually helping employers with
program design. Within the non-attainment areas reviewed for this study, some of these
service providers include CommuterLink, Long Island Transportation Management,
Westchester County Department of Transportation-Smart Commute, TransOptions,
Greater Mercer TMA, and Telecommute Connecticut!.

Existing Telework Programs in the Region

Corporations with telework programs identified in this study include American Express
Travel Related Services, AT&T, IBM, Deloitte & Touche, the New York Times,
Deutsche Bank, Merrill Lynch, PricewaterhouseCoopers, Vytra Health Plans, Nabisco,
Dunn & Bradstreet, Verizon, Johnson & Johnson, Telcordia Technologies, Avaya,
Schering-Plough, Georgia Pacific Company, and Pitney Bowes. Case studies were
summarized on these programs and are included in Appendix 4 of the report.

Steering Committee

A steering committee was established to provide a forum for discussion and development
of policies to accelerate the adoption of teleworking in the greater New York region. As
stated by the Conference Report accompanying H.R. 4475, representatives from local
government, environmental organizations, and transportation agencies were selected to
serve on a greater New York steering committee. Additionally, air and transportation
agencies, transportation management organizations, rideshare organizations, metropolitan
planning organizations, educational institutions, and private sector organizations were
contacted and interviewed for serving on this committee.

Once the steering committee was formed, three formal meetings were conducted with the
members. The main objectives of the meetings were to identify barriers to and enablers
- of teleworking, and to develop potential policies that could help accelerate the adoption

of teleworking.

The steering committee defined telework as:

Extending the workplace beyond the traditional office.

Typically a voluntary arrangement and not an entitlement.

Replacing a commute trip.

Part-time (1-3 days per week) or full time (4-5 days per week).

Not applying to home based businesses or sales oriented occupations.



Barriers, Mitigations, and Recommendations

The steering committee initially identified more than twenty barriers to telework, which
were grouped and prioritized into three main categories of barriers, including:

¢ Buy-in/ Management Leadership,
e Guidelines / Available Data, and
e Government Leadership.

Buy-In / Management Leadership: When reviewing barriers, the lack of buy-in and
management leadership rose to the top of the list. Management commitment is critical
for starting and expanding programs. Typically, buy-in needs to occur at both the mid
and upper levels of management before a program becomes successful. This lack of buy-
in is often tied to lack of knowledge on teleworking effectiveness as well as of the
components of program implementation, which was the second barrier identified by the

group.

Guidelines / Available Data. While there is a wealth of information on teleworking
created in the past 20 years that can help support bottom-line benefits of telework
programs, perception remains that there is a lack of guidelines and available data,
primarily because there is a lack of consistent and centralized data. There are solid
implementation steps, such as developing policies and selection criteria and offering
training that can help overcome many of management’s fears regarding programs.

Government Leadership. The steering committee participants identified lack of
government leadership in offering incentives or starting their own internal programs as a
barrier to greater adoption of teleworking.

Recommendations

Based on meetings with the greater New York telework steering committee, and review
of the findings of this study, several actions need to be undertaken to increase the
adoption of telework in the region. The recommendations are as follows:

A Model Program. A Model Program would serve as a one-stop resource for
information, materials, expert advice, and hands-on assistance for developing/expanding
telework programs tailored specifically to a company and its employees. The main
incentive provided through such a program would be access to free assistance for
program development and implementation. The steering committee strongly felt that this
type of a program would help accelerate the adoption of teleworking in the region.

Such a program can offer a comprehensive package of technical assistance services,
including:

¢ One-on-one consultation with telework experts,



Identification and selection of telework candidates,

Development of telework policies, procedures, and agreements,

Marketing of telework to upper and middle management,

Provision of sample materials, case studies, and implementation kits,
Program evaluation guidelines and strategies,

Training sessions for managers and teleworkers,

Website with all necessary tools for implementing teleworking, and
Assistance with exploring teleworking as a strategy for conformity or the SIP.

As part of developing this model program, it is recommended that government agencies
lead by example.

Public Awareness. In conjunction with development of a Model Program that provides
tools and resources for program implementation, a public awareness campaign would
need to be developed to educate decision-makers on the benefits of teleworking. These
benefits would be positioned from a bottom-line perspective, emphasizing the work/life
aspects of teleworking. Components of such a campaign could include:

Publicizing case studies/success stories on teleworking,

Placing news articles and TV spots,

Promoting teleworking through political champions,

Collecting improved information on teleworking in the region,

Providing cost-benefit information on teleworking to employers,

Conducting press events on teleworking, and

Working with the vendor and telecommunications community to develop discount
programs for teleworkers.

A public awareness campaign with good data and examples on teleworking could help
pave the way for increased interest in teleworking. A Model Program could then provide
one-on-one assistance and tools for transforming that “interest” into actual

implementation.

Dedicated Sources of Funding. 1t is recommended that a dedicated source of funding
support a Model Program and the public awareness campaign. The steering committee
felt that otherwise, “other than in Connecticut, teleworking would never make the list of

state and regional programs.”

Market-Based and Tax Incentives. The steering committee discussed the potential for
market-based and tax incentives and concluded that although such incentive programs
could help accelerate the adoption of teleworking in the region, their implementation was
premature. It seemed, however, that creation of an infrastructure related to the promotion
and one-on-one assistance for implementation of programs was a precursor to
implementing this tier of policies. Tax incentives and emissions trading programs might
be viable strategies in the future.



Chapter 1: Purpose of this Report

As requested by Conference Report accompanying the Department of Transportation and
Related Agencies’ Appropriations bill for the Fiscal Year 2001, H.R. 4475 (House Report
106-940), an assessment was conducted of teleworking in the greater New York region.
This chapter provides information on the objectives of H.R. 4475, the methodology used
to conduct this study, the scope of work, and the geographic boundaries identified for the

project.
Objectives of Telework Bill

Conference Report (106-940), accompanying H.R. 4475, requested that the Department
of Transportation undertake the following,

"Telework. The Secretary shall conduct as assessment of the existing practices and infrastructure involved
with telework efforts in the greater New York metropolitan area and determine if a telework program,
supported by the federal government, could provide significant incentives for increasing the use of
telework, thereby reducing vehicle miles traveled and improving air quality. The assessment should
identify representatives from local government, environmental organizations and transportanon agencncs
who would comprise a New York City design team for implementing a telework program. .

In November 2000, the U.S. Congress enacted H.R. 4475 as Public Law 106-69 and
approved funding for an assessment of the state of teleworking in the metropolitan New
York region. The objectives of this assessment are to identify the existing programs,
infrastructure, and stakeholders related to teleworking and to develop recommendations,
with guidance from alocal design committee on creating greater incentives and resources
for teleworking in the New York region.

Geographic Scope

For the purposes of this study, the New York metropolitan region comprises the severe
ozone non-attainment areas within New York, northern New Jersey, and Connecticut.
The non-attainment areas within Connecticut are Fairfield County and part of Litchfield
County. In New Jersey, non-attainment areas include Bergen County, Essex County,
Hudson County, Hunterdon County, Middlesex County, Monmouth County, Morris
County, Ocean County, Passaic County, Somerset County, Sussex County, and Union
County. In New York, the non-attainment counties have been identified as Bronx
County, Kings County, Nassau County, New York County, Queens County, Richmond
County, Rockland County, Suffolk County, Westchester County, and parts of Orange

County. (See Appendix 2)

Methodology

To complete an assessment of teleworking in the greater New York region, the following
tasks were identified and completed.



1. Conduct Research on Prior and Existing Programs.

Research was conducted on the scope and parameters of telework programs in the New
York region. This research included a review of existing case studies and programs
including print media, the Internet, and discussions with other practitioners and
academics. The research also identified regional goals established for teleworking in
current air quality and conformity planning.

2. Identify and Interview Stakeholders.

A list of agencies, stakeholders, and organizations that have proposed or implemented
telework programs in the New York region was developed. This list included
transportation and environmental agencies, private and public sector employers,
telecommunications providers and vendors, transportation management associations,
Metropolitan Planning Organizations, business organizations, educational institutions,

and others.

Interviews were conducted with key agencies and organizations. These interviews were
conducted in person or by phone. The interviews assisted in developing a synopsis of
New York-based programs. The main stakeholders were interviewed in person to
develop a better understanding of the New York environment for teleworking.

3. Prepare and Present an Assessment of Teleworking in New York.

A report was developed based on the interviews and review of programs in the New York
region. These findings are available in Chapters 2 through 7 of this report.

4. Convene a Design Team for Developing a New York Program.

A New York based design team was convened to review and refine the assessment and to
provide recommendations for a telework program. This group helped provide tailored
recommendations for increasing levels of teleworking in the greater New York region.
The steering committee selection procedures and a list of members and participants

appears in Appendix 5.

5. Develop Recommendations for the Greater Adoption of Teleworking.

Based on comments derived from the local steering committee meetings,
recommendations were developed for incentives and programs that can accelerate the
adoption of teleworking in the greater New York region. These recommendations are

included in Chapter 9.



Chapter 2: Background
Overview on Teleworking

The term “teleworking” is broadly defined as moving the work to the workers.
Teleworkers spend one to five days per week working at their homes or at an office
locale closer to home, instead of at their employers’ office. The “fundamental
characteristic of teleworking is that it substitutes for a trip that would otherwise be made
to a traditional worksite or reduces the distance the employee travels to work.”!
Teleworking does not apply to self-employed persons working at home. The terms
teleworking and telecommuting are often used interchangeably.

There have been several trends that have resulted in the growth of telework. During the
1970s, the oil crisis sparked an initial interest in teleworking. Later, in the 1980s and
1990s, several public and private organizations experimented with pilot projects and
publicized the results. During the early 1990s, as companies responded to the
requirements of the Clean Air Act of 1990, there was greater interest in teleworking as a
strategy for trip reduction. At this time, although technology advancements made
teleworking more feasible, connectivity issues presented some limitations. These
limitations included slow modem speeds and a lack of significant dial-up options other
than analog phone lines. Finally, during the mid to late 1990s, as technology and
connectivity improved, as unemployment rates declined significantly, and as the
competition for recruiting and retaining employees grew, companies began to explore a
variety of Alternative Work Arrangements (AWAs) as a means of attracting and retaining
top talent. Among those arrangements were compressed or shortened workweeks and
teleworking. :

The growth in teleworking, according to the Telework America 2000 survey statistics,
has exceeded many projections of the early 1990s. The graph below indicates the growth
in teleworking in the United States from 1990, when there were approximately 3.4
million reported teleworkers, to 2000, with an estimated 23.6 million teleworkers.

! New Jersey Commerce and Economic Growth Commission, New Jersey Department of Transportation,
New Jersey Department of Treasury, 2001, “Report to the Legislature On Issues Influencing Growth of
Teleworking in New Jersey and Recommendations for Future Legislative and State Agency Actions”
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Data for 1990, 1994 and 1997 from Find/SVP, data for 1998 from
Cyber Dialogue, and data for 1999 and 2000 from ITAC/AT&T.

Institutional and Marketplace Barriers to Teleworking

There are a variety of institutional barriers to teleworking, which include management and
labor issues. Most teleworking proponents believe that management issues are the biggest
obstacle to the widespread adoption of telework programs. Many employers are concerned
that employees will not be as productive when they telework. Managers fear that they may
lose control over employees if they do not see them all the time. The most frequently cited
impediment to greater adoption of teleworking by public and private sector employers has
been management resistance and lack of corporate buy-in. Many teleworking programs are
never adopted because of the lack of management support.

Management Issues

Teleworking programs are dependant upon management's willingness to allow employees
to participate in the program. This willingness is based on the managers' and supervisors’
trust that the employees will complete their work without being supervised directly or
watched. Many supervisors/managers feel that their employees need to be in the office to
complete their work, i.e., that they cannot trust the employees to work on their own.
Generally, management's objections are related to productivity, loss of control, and loss of

corporate loyalty.

Productivity

Manager's may be doubtful that employees can produce an acceptable quality and quantity
of work when working at home or at a teleworking work center, despite the fact that most
teleworking pilot studies and programs indicate that productivity can increase as a result of
teleworking. This reported productivity increase is a result of more continuous work time,
fewer interruptions, and a more pleasant work environment. Typically, in other studies as
well as this one, productivity is reported to increase 10-20 percent as a result of
teleworking. At a minimum, studies have shown that productivity stays at the same level,
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when employees telework or work at the office. Productivity is difficult to measure for
jobs that are not quantifiable. As a rule, the criteria for evaluating work, which is
performed at home or at a center, should be the same as the criteria used in evaluating the
same work in the office.

Loss of Control

Often managers are worried that they may lose control over employees if the employees are
not physically accessible. They fear that teleworking may lead to greater independence and
decision-making authority among the staff. Often, management is not prepared to support
greater levels of employee empowerment or autonomy. In addition, some managers may
be concerned that teleworking could render their own jobs useless. In reality, teleworking
does not have to lead to lessened control. Today, a variety of technological innovations,
such as modems, facsimile machines, e-mail, videoconferencing, and wireless
technologies, enable managers to more easily and effectively manage remote staff.
Nonetheless, managers continue to fear loss of control without daily face-to-face contact.

Loss of Corporate Loyalty or Company Spirit

Managers are concerned that if employees are out of the office too often, they will lose -
their "company spirit" or "corporate loyalty.” In addition, management is concerned with
an inability to hold “spur-of-the-moment” meetings. Ironically, teleworkers claim that their

- productivity is increased because they are not interrupted by meetings and other
interruptions that occur in the office. Nonetheless, given that most teleworking occurs on a
part-time basis, there are plenty of occasions for teleworking employees to attend meetings
and to keep their ties with the company. One or two days of teleworking per week rarely
results in a lack of corporate loyalty.

Security Issues

Managers are also concerned about protecting proprietary and sensitive data. They are
worried about the vulnerabilities of providing employees with remote access to the
internal systems. Teleworking, however, is only appropriate for some employees.
Typically, teleworkers are the “trusted” employees who have access to the same data
internally and have proven themselves capable of handling sensitive information. There
are also technological advances that can limit access to sensitive information while

teleworking.
Legal and Policy Issues Impacting Telework
Zoning

Many zoning laws exist which forbid the operation of home businesses in certain

residential zones. These zoning regulations pre-date telework, as well as broadband and
high-speed technology and computing capabilities. The initial objective of many zoning
laws was to clearly distinguish residential areas from commercial areas. Many concerns
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that gave rise to zoning legislation were related to noise and traffic in residential
neighborhoods.

OSHA

The Occupational Safety & Health Administration (OSHA) regulates workplace safety
and health standards. For many years, there has been concern on the part of employers
with teleworking employees regarding liability for injuries, which occur in the
“workplace” when the workplace is the employee’s home. While OSHA does not
currently require home inspections, many employers either conduct home inspections of
teleworking employees or provide guidelines for ergonomic and safety standards for

setting up home offices.

Taxation

There are a variety of taxation issues related to telework, ranging from state income tax to
local payroll tax to state unemployment insurance or state worker’s compensation. All of
these become issues when the work location becomes a question. Generally, a worker is
considered an employee of the state where his or her employer is based. On the other
hand, a tax agency of the teleworker’s state of residence might consider the teleworker to
be an employee of that state, subjecting him or her to state income tax.

Under such circumstances an individual could become liable to pay income tax in two
states, if the individual lives in one state and works in another or works part time in one
state and part time in another. In some cases, income tax paid to one state might be
usable as a credit against income tax paid to another state. Some states base income tax
laws on where the work is done, not where the company is located, while others base tax
laws on where the company is located, regardless of where the work is actually
performed. The challenge arises when the laws of two states differ enough as to be in
potential conflict with each other. Another challenge is to clearly distinguish between a
teleworker, who splits his or her time between the employer’s office and his or her home
office, and a “teleworker” who is, in fact, a virtual office employee working and living in
one state and who never actually goes to work at the employer’s home office located in

another state.

A professor of law at Cardozo University, Ed Zelinsky, lives in Connecticut, works at
home, and commutes to New York to teach. In a case before the New York State
Division of Tax Appeals, an administrative law judge ruled that Zelinsky owes taxes on
his income in both Connecticut and New York. Calling the doctrine "technologically
obsolete in an era of teleworking," Professor Zelinsky is appealing the decision,” and will
fight on the basis that under the Due Process and Commerce clauses of the Constitution,
there should be apportionment based on where the taxpayer works. New York has a
"source theory" of taxation, basing its claim to tax Zelinsky's income on the fact that it
came from a New York employer. Connecticut bases its income taxation on where the

2 hup://www.cardozo.net/life/winter2001/faculty briefs/ - Cardozo Life magazine
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income is earned, i.e., where the person works, and gives a credit for income tax paid for
work in another state.

The key to resolving the tax issue is for the individual taxpayer to consult with a tax
specialist or to obtain the tax filing booklets for each state in question.

Technology Issues Impacting Telework

In the early 1990s, as teleworking was on the rise, companies continued to cite
technology and connectivity restraints to teleworking. Today, with improved computing
technologies and the reduced cost of obtaining laptop computers, equipping teleworkers’
home offices is becoming more cost effective for employers. In addition, connectivity is
becoming less of an issue as new broadband technologies are deployed. Teleworking ’
technologies can be categorized as technology that supports day-to-day activities and
technology that supports information access and connectivity.

Day-to-Day Teleworking Technology Needs

Day-to-day technologies which are essential to teleworking include phones, computers,
software, and other peripherals. The technologies required for day-to-day completion of
knowledge worker job tasks are relatively ubiquitous. Nonetheless, before embarking on
any full-scale technology implementation to support teleworking, employers should
define requirements for teleworking, as they would define requirements for any system
implementation project. The requirements definition process should identify those
technologies and functions that are essential for workers to perform their daily job tasks.
After defining needs and requirements, the employer should conduct a cost-benefit
analysis of the various technologies to select the most effective solution rather than the
“latest and greatest” technology, which might not be practical or cost effective at all.

Technology for Connectivity

" Technologies that go beyond the bare minimum but which are vital for information
access and connectivity include remote access servers, digital PBX, virtual private
networks (VPNs), wireless connectivity, teleconferencing, basic Internet/Web access, and
high speed data lines such as ISDN, DSL, cable modem and, possibly, T1 lines. These
technologies are discussed below.

The Internet can easily support the majority of teleworkers through e-mail, electronic file
exchange, and connection to remote hosts. For an employee to work via the Internet, the
employer must provide a connection to the remote host server. The host system must be
connected to a network, which is attached to the Internet. Cost of remote access
solutions varies, depending on size and number of features available. However, the
Internet gives rise to security concerns, and if a company is relying on the Internet as the
employee’s means of remote access, the company must take appropriate security
measures. These might prove to be costly. Several employers which previously relied on
analog phone systems for connectivity with their teleworking employees are now piloting
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ISDN, DSL, cable modem access, and the creation of virtual private networks (VPNs) to
ensure greater levels of security. These technologies are discussed below.

DSL (Digital Subscriber Line) is a technology for bringing high-bandwidth information
to homes or small businesses over ordinary copper telephone lines.

ISDN (Integrated Services Digital Network) is a set of standards for digital transmission
over ordinary telephone copper wire as well as over other media. Home and business
users who install an ISDN adapter in place of a modem are able to download graphic
intensive web pages at speeds up to 128 kbps (kilobytes per second). ISDN requires
adapters at both ends of the transmission, so the access provider also needs an ISDN

adapter.

A cable modem is a device that enables an individual to hook up a PC to a local cable TV
line and to receive data at about 1.5 Mbps (megabytes per second). This data rate
exceeds that of traditional 28.8 or 56 K modems and also exceeds the 128 Kbps speed of

ISDN lines.

T1 lines are commonly used digital lines, which carry code at an overall rate of 1.544
million bits per second. T1 lines use copper wire and span distances within and between
major metropolitan areas.

A virtual private network (VPN) is a private data network that makes use of the public
telecommunication infrastructure, maintaining privacy through the use of security
procedures and a “tunneling protocol.” The idea of a VPN is to give a company the same
capabilities at much lower cost by using the shared public infrastructure instead of a
private one that the company would have to build at considerable time and expense.

At present, deployment of DSL, ISDN, and cable modem is not as widespread as had
been anticipated. Telecommunications providers have been scrutinized and criticized for
their inability to rapidly deploy solutions such as DSL, ISDN, and cable modem.
Although the technology exists today and is deployed in some urban centers, there are
limitations; for example, some geographic regions are not wired yet for some or all of the
relevant technologies. In addition, many of the telecommunications providers and cable
companies do not yet have the infrastructure in place to deploy these technologies at a
pace that meets marketplace demand. For teleworking to be more easily accomplished, it
is important that these constraints be minimized over the next couple years.

Summary

This chapter has outlined the barriers to teleworking. Management resistance continues
to be the greatest barrier to teleworking at this time. Employers that are commencing
telework programs should be aware of zoning, OSHA, and taxation issues, but those
should not prove to be a great obstacle to the implementation of telework programs.
Advances in technology and connectivity can enhance the adoption of teleworking; in
some areas connectivity and access continue to be an issue.
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Chapter 3: Current Levels of Teleworking in the Metropolitan Region

National Teleworking Levels

According to a Year 2000 study completed by Telework America (TWA), approximately
16.5 million regularly employed teleworkers in the U.S. telework at least one day per
month. While this represents a decline from the 19.6 million teleworkers counted in
1999, different measurement criteria were used in each year. In 1999, the sample
included both regularly and occasionally employed workers while the year 2000 study
focused more on regularly employed workers. If the 1999 criteria were applied to the
Year 2000 study, the number of teleworkers in the U.S. for the year 2000 would be
approximately 23.6 million, which represents a 20 percent increase over the prior year.
Slightly over 17 percent of the teleworkers counted in 2000 are new to telework. While
16.5 million teleworkers in the US work at home at least one day per month, only 9.3
million U.S. teleworkers actually telework at least one full day per week. Half of them
work for organizations with at least 1,500 employees.

Most teleworkers are home-based, meaning that they work out of their home on :
teleworking days. However, some use telework centers, while others use a mixture of the

two, as follows:

Type of Teleworker Proportion
Solely home-based 89%
Solely telework center based 7%

Both home and telework center _4%
based employees

More than half of teleworkers counted in 2000 are employees of companies, while some
are contract workers, and others are self-employed or operate home businesses. Each
type of employee may be either home-based, or might use a telework center, as follows:

Type of Worker Home- | Telework
based | Center

Employees 54% 61%
Contract workers 13% 18%
Teleworking operators of home 9% 4%
businesses

Self-employed teleworkers 27% 18%

Trip Time and Distance

Approximately 80 percent of the home-based teleworkers drive alone to work on non-
telework days. Their one-way commuting distance averages 19.7 miles, with a round trip
commuting time of about 63 minutes. The average commuting distance for non-
teleworkers is 13.3 miles, with a 45-minute round trip commute time.
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Technology Usage

Based on data from Telework America, teleworkers tend to be heavier users of computer |
technology, with an average ownership of one PC for work and another for non-work
‘purposes, compared to 0.8 PCs for work and 0.5 PCs for non-work averaged by non-

teleworkers.

Half of teleworkers claim to use e-mail at least 3 hours per week, while teleworkers
actually average 7 hours per week of e-mail usage. Employers cover all costs of
equipment and maintenance only in 29 percent of cases, while 46 percent of teleworkers
pay for both equipment and maintenance with no contribution from employers. Less than
20 percent of teleworkers receive intensive training in the use of their technology. More
than three-quarters of home-only teleworkers have analog modems to connect to their
employers or the Internet. DSL is the leading wideband d1g1ta1 alternative, with 9 percent
usage among home-only teleworkers.

New York Metro Area - Teleworking Levels

The New York Metropolitan Transportation Council NYMTC) and the North Jersey
Transportation Planning Authority (NJTPA) worked together, along with cooperation
from the New Jersey Transit, to conduct the Regional Travel-Household Interview
Survey (RT-HIS). Detailed information was collected, using travel diaries from
February 1997 through May 1998 on counties in the tri-state region. This report provides
information about teleworking days, compressed workweeks, mode of travel, travel
distance, number of trips, and work versus non-work trip comparisons. Information was
collected from 27,369 individuals in 11,264 households, representing 90,764 trips. The
greater New York household survey places home based businesses in the same category
as work at home and, therefore, shows higher levels of participation in teleworking.
Some general characteristics are that: :

e The 19 million residents of the New York-New Jersey Metropolitan area average
3.2 trips per person per household on weekdays and 3.1 trips per person per
household on Saturday and Sunday.

e More than % of weekday trips are made locally within a single county.

Three in 10 weekday trips involve the workplace.
About 18 percent of trips are between home and work, with no additional stops
in-between.

e As work-related trips are longer than other trips, they constitute 40 percent of total
weekday travel time.

e Trips to and from Manhattan are made mostly using transit — 63 percent for trips
headed to Manhattan and 55 percent for trips from Manhattan.

e Overall, 68 percent of all weekday suburban trips are made by auto, compared to
the national average of 86 percent.
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Teleworking Levels

Based on the data analyzed from the RT-HIS, it is possible to determine the levels of
teleworking in the region. These estimates, however, include teleworkers and home-
based businesses. Unfortunately, this database was not developed to distinguish between

these categories.

In the greater New York Metro Area, approximately 11.9 percent of workers telework at
least one day per week, but only 7.6 percent telework two or more days per week.

The number of days that people generally telework is fairly constant across all regions,
except for an unusually large number of people teleworking three days per week in
Connecticut. See chart below for a breakdown across all regions:

Teleworking by Number of Days
g New York
]
£ B New Jersey
[
H ‘ | i OConnnecticut
£ :
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Number of Telework Days

Data from the survey indicates that, on average, 11.9 percent of the workers in the region
telework, with a high of 15.4 percent in Connecticut and a low of 10.5 percent in New

York.

Teleworking Levels in New York Metropolitan Area
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Trip Time and Distance

Although the average number of weekday trips per person is 3.2, the number drops to 2.7
trips within the five boroughs of New York City and 3.1 trips per person per household in
Hudson-Essex-Union Counties in New Jersey.

The average weekday trip (for work or other purposes) takes about 24 minutes and is
about 7 miles long, with an average speed of about 17 miles per hour (mph). The average
distance traveled to work is about 10.9 miles, versus 5.6 miles for non-work trips.
Vehicle trip lengths and duration vary when automobiles are the mode of transport. The
following table shows trip length per mode. ’

Trip Mode Average Average Commute
Distance Time (Minutes)
(Miles)

Automobile 8.7 21

Transit 8.6 49

Commuter rail 28.0 88

Express Bus 19.8 77

Taxi or Group Ride | 4.4 21

Almost half of commuter rail, express bus, and ferry users walk to the rail, bus, or ferry.
The breakdown of modes of transport is as follows:

Access to Transport | Users

Mode
Walk 48.9%
Drive and Park 32.2%

Dropped off (vehicle) | 8.0%
Connecting local bus | 11.0%

The majority of weekday auto trips are single occupant trips, with the following
breakdown:

Auto Vehicle Occupancy

3 or more
Passengers
8%

One
Passenger
19%

Single
occupant
73%
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Teleworking in New York State

In New York, approximately 10.5 percent of workers telework one day or more per week.
Manhattan has the greatest share of teleworkers (11.2 percent). The lowest levels of '
participation are in Queens (3.1 percent) and Nassau County (3.3 percent). There is little
difference in teleworking overall between the five boroughs and other surrounding

counties.

In New York City, automobiles are used for about one-third (36.6 percent) of weekday
trips, with another one-third (31 percent) made by walking and slightly under one-third
(29.4 percent) by public transit.

Modes of Transport - NY

In New York State, 37 percent of workers drive their cars to work, althou ghonly 5.5
percent of Manhattan residents drive their own cars. Another 15 percent of workers
indicate that they are passengers in another person’s vehicle. The greatest number of solo
drivers are found outside of the five boroughs, including Nassau County (58.1 percent),
Suffolk County (66.2 percent), Westchester County (55 percent), Rockland County (57
percent), and Orange County (56.5 percent). A significant 46.7 percent of all Staten
Island workers drive their own vehicles to work. The breakdown on usage of various

modes of transport is as follows:

Mode of Transport Usage
Auto Driver 37.0%
Auto Passenger 15.0%
Commuter Rail 1.4%
Ferry 0.2%
Subway and other Rail | 10.0%
Express Bus 0.3%
Local Bus 5.0%
School Bus 1.8%
Taxi or Group Ride 8.8%
Walk 19.9%
Other 0.8%
Travel Time and Distance - NY

Within all New York counties except for Orange and Dutchess Counties, the average
weekday trip distance is 5.8 miles and the average travel time is 26.4 minutes. Within
Orange and Dutchess Counties, the average trip distance is 10.4 miles and the average
travel time is 22 minutes. Within New York, the average single driver vehicle travels 7.6
miles, with duration of 22.3 minutes of travel time.
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Teleworking in New Jersey

Approximately 14 percent of New Jersey workers telework. Of those, 8.3 percent
telework one or two days per week. The counties with the largest share of workers
teleworking one or more days per week are Bergen (16 percent), Somerset (18.7 percent),
Monmouth (16 percent), and Hunterdon (21.2 percent). Hudson County has the smallest
number of teleworkers, with only 9.3 percent teleworking one or more days per week.
The county with the most workers teleworking four or five days is Hunterdon, with 3.6
percent of its workforce teleworking four or five days per week and 13.3 percent
teleworking one or two days per week.

' Modes of Transport - NJ

In New Jersey, 56.2 percent of workers drive their own cars to work and another 21.5
percent of workers indicate that they are passengers in another person’s vehicle. The
greatest numbers of solo drivers are found in Hunterdon County (64.3 percent), Morris
County (62.8 percent), Sussex County (62.3 percent), and Somerset County (61.4
percent). In all other counties, except Hudson County, between 50 percent and 60
percent of workers drive their cars to work. In Hudson County, 32.1 percent of workers
drive their car to work. Walking is the next greatest mode of transportation, with 8.1
percent of workers indicating that they walk to work. The breakdown on usage of
various modes of transport is as follows:

Mode of Transport Usage
Auto Driver 56.2%
Auto Passenger 21.5%
Commuter Rail 1.0%
Ferry 0.0%
Subway and other Rail 1.1%
Express Bus 0.8%
Local Bus 1.5%
School Bus 3.4%
Taxi or Group Ride 6.1%
Walk 8.1%
Other 0.3%

Travel Time and Trip Distance - NJ

The average trip distance is 8.4 miles and the average travel time is 21.2 minutes. The
average travel distance for a single driver vehicle is 9.4 miles, with a travel time of 20.4
minutes.
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Teleworking in Connecticut

In Fairfield County, 15.4 percent of workers telework one or more days per week, while
6.6 percent telework one or two days per week and only 3.2 percent telework four or five

days per week.

Modes of Transport — CT

In Connecticut, close to 82 percent of workers commute to work via automobile, with
61.6 percent driving their own cars and 20.2 percent traveling as passengers. The
breakdown of all modes of travel is as follows:

Mode of Transport Usage
Auto Driver 61.6%
Auto Passenger 20.2%
Commuter Rail 2.3%
Ferry 0.0%
Subway and other Rail 0.2%
Express Bus 0.0%
Local Bus 1.2%
School Bus 4.4%
Taxi or Group Ride 5.8%
Walk 3.9%
Other 0.2%

Travel Time and Trip Distance - CT

The average trip distance is 9.7 miles and the average travel time is 20.4 minutes.

Telecommute Connecticut! Data

Telecommute Connecticut!, a state-sponsored program administered by Rideworks, has
conducted extensive research on teleworking behavior in Connecticut. This research
includes employer and employee surveys completed in 2000, with data gathered from
3,000 worksites and 2,601 employees. The objectives of the surveys were to:

e Track changes in number of worksites permitting teleworking by employees,
Assess current attitudes of employers not currently permitting teleworking,
identify opportunities for marketing, and identify barriers to adoption of
teleworking,

Determine the percentage of workers who telework regularly,
Profile characteristics of current teleworkers,
Obtain data to calculate savings in vehicle miles traveled (“VMT”), and
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Learn more about the potential for adopting telework among those employees
who do not currently telework.

Telecommute Connecticut!’s results state that:

Seven percent of all Connecticut workers telework at least one day per month,
compared with 9 percent of workers nationally who telework at least one day per

month,
Teleworkers work at home an average of just over two days per week,

" One-third of all teleworkers work part-time, while 20 percent of all workers work

part-time,

Teleworkers travel an average of 25.5 miles to their worksite, compared with non-
teleworkers who travel an average of 14.2 miles,

Statewide, 117,000 people telework, and

Teleworking in Connecticut reduces vehicle miles traveled by 37.2 million per

month.

Key findings from the employer survey were:

The percentage of Connecticut worksites offering telework has remained constant
(8 percent) since Telework Connecticut!’s 1997 survey.

There has been a 74 percent increase in the number of teleworkers per worksite,
and a 91 percent increase in telework days per week, a substantial increase since
the 1997 survey by Telework Connecticut!

Seventeen percent of employers with teleworking use a formal personnel policy
governing eligibility; 16 percent of teleworkers do so with a written policy or
agreement.

Thirty percent of employers said that supervisors and teleworkers are required to
put terms of the arrangement in writing.

Supervisors of teleworkers must do a better job managing employees (81 percent).
Bottom-line benefits are hard to measure (78 percent).

Teleworking has been a good thing for their worksite (78 percent).

Employers were provided with a list of advantages and acknowledged the following
teleworking benefits from that list:

Retention of employees (74 percent),

Improved employee morale (59 percent),

Improved competitiveness in attracting new employees (48 percent), and
Improved productivity by teleworkers (43 percent).

Some disadvantages were also perceived:

Inability to hold spur of the moment meetings (61 percent),
Loss of managerial/supervisory control (43 percent),
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e Cost of providing equipment and phone lines (43 percent), and
e Inability to assess teleworker productivity (43 percent).

Employers who currently use telework forecasted slow expansion. Those who have not
adopted it were less likely to foresee its implementation. No companies that currently
use teleworking expect to discontinue it in the future. Only 7 percent of those
organizations that do not currently allow teleworking actually made a clear decision
against using it. Of those companies that do not allow teleworking, the following reasons

were cited:

Employees must be at the worksite to perform their jobs (37 percent).
Employees need access to paper files and materials that cannot leave the site (50
percent).
Teleworking would only work for some jobs (48 percent).
Employees use machines or equipment that they cannot access remotely (45
percent).

e Work is team oriented and co-workers must be together every day (44 percent).

Other reasons cited for not allowing teleworking were:

Customers, clients, or vendors wouldn’t like it (37 percent).
Management wants everyone accessible at all times (35 percent).

Things are “fine they way there are — no reason to change” (31 percent).
They see no reason for flexible work arrangements (30 percent).

They would have to upgrade technology to make it possible (28 percent).
They never considered it a possibility (27 percent).

Equipping employees would cost too much (25 percent).

Employers indicated that they might be encouraged to adopt or expand teleworking if
there were a clear demonstration of business benefits, proof of economic advantages, or
better/less costly technology to support teleworking.

Summary

Telework has grown considerably in the past decade. In 1990, there were approximately
3.4 million teleworkers in the United States. By 2000, there were approximately 23.6
million. A Year 2000 study completed by Telework America (TWA) identified
approximately 23.6 million teleworkers in the United States, a 20 percent increase over

the prior year.

Based on data compiled from the Regional Travel-Household Interview Survey (RT-HIS)
1997-98, in the New York Metro area, approximately 11.9 percent of workers telework
(home-based businesses and those who are employed and work at home) at least one day
per week, though only 7.6 percent telework two or more days per week. The highest
telecommuting rate is in Connecticut, where 15.4 percent of workers telework, and the
lowest rate is in New York, where 10.5 percent of workers telework. Approximately 14
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percent of New Jersey workers telework. It should be noted however, that this data,
which is based on the Regional Travel-Household Interview Survey (RT-HIS), includes
individuals with home-based businesses. From the RT-HIS study, it was not possible to
deduct the quantity or proportion of home-based businesses from those who work at

home.
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Chapter 4: Proposed and Existing Policies Regarding Telework

Considerable legislation exists which supports the increase of telework in the New York, |
New Jersey and Connecticut regions. Most of these bills are pending approval. The
chart at the end of this section provides a quick overview.

Proposed and Existing Federal Legislation
Transportation Equity Act for the 21st Century (TEA-21), P.L. 105-178, as amended

The Congestion Mitigation and Air Quality Improvement (CMAQ) program was
authorized in TEA-21. The purpose of the CMAQ program is to fund transportation
projects or programs that will contribute to attainment or the maintenance of the national
ambient air quality standards for ozone and carbon monoxide. Planning, technical and
feasibility studies, training, coordination, marketing, and promotion are eligible activities
under CMAQ. Physical establishment or construction of telework centers, computer and
office equipment purchases, and related activities are not eligible.

P.L. 106-69, Section 365, and P.L. 106-24, Section 2603

In order to address air quality concerns through teleworking, Congress enacted Section
365, P.L. 106-69, the Department of Transportation and Related Agencies Appropriation
Act, 2000. P.L. 106-69, Section 365 proposes pilot programs to explore providing an
incentive for businesses to implement telework programs by creating an emissions credit
trading and exchange system. By reducing vehicle miles traveled (VMT), companies
could generate potential emissions credits by reducing air pollutants, which the company
could then exchange or sell to other companies. For example, utilities and manufacturers
may be potential buyers of these credits. Additionally, states may wish to include
emission reductions from teleworking as baseline adjustments State Implementation Plan
(SIP) credits, or state transportation planning.

P.L. 106-24, Section 2603 allows for the implementation of pilot emissions trading
programs in five regions of Washington, D.C., Los Angeles, Houston, Philadelphia, and

Denver.

S. 521; H.R. 1012, 107" Congress

On March 13, 2001, Senator Rick Santorum introduced S. 521, the “Telework Tax
Incentive Act,” which was then referred to the Committee on Finance. At the same time,
on March 13, 2001, Representative Frank R. Wolf introduced H.R. 1012, the “Telework
Tax Incentive Act” bill, which was referred to the Committee on Ways and Means and is
currently pending consideration. The bills call for an amendment to the Internal Revenue
Code of 1986, to allow a credit against income tax for expenses incurred in teleworking.
The bills cite potential reduction in a variety of air pollution emissions if 10 to 20 percent
of commuters switched to teleworking, based on the average American commuting 44
miles and 62 minutes daily. The bills grant employees the option of deducting expenses



25

incurred while teleworking, provided that the employee works under a “teleworking
arrangement” not less than 75 days per year. Expenses include such items as furnishings
and electronic information equipment that are used to enable the individual to telework.
The expenses an individual is permitted to deduct may not exceed $500. In the event the -
employee teleworks for less than a full year, the $500 maximum is reduced by the same
ratio as the number of months in which the individual is not in a teleworking
arrangement. In other words, if the employee teleworks for six months, or half, of the
year, the maximum allowable tax deduction would be $250. At this time, neither bill has

been enacted.
S. 522; H.R. 1035, 107" Congress

On March 14, 2001, Senator John F. Kerry introduced S. 522, the “Small Business
Telecommuting Act,” directing the Administrator of the Small Business Administration
to “conduct a pilot program to raise awareness about teleworking among small business
employers, and to encourage such employers to offer telecommuting options to
employees.” The bill was referred to the Committee on Small Business. On March 14,
2001, Representative Mark Udall introduced H.R. 1035, the “Small Business
Telecommuting Act” to the House of Representatives. From there, it was referred to the

Committee on Small Business.

Both S. 522 and H.R. 1035 call for the Administrator of the Small Business
Administration to make special efforts to do outreach to businesses owned by or
employing individuals with disabilities and disabled American veterans. It directs the
Administrator to produce educational materials and conduct presentations designed to
raise awareness in the small business community of the benefits and the ease of
teleworking and to provide outreach to small businesses that are considering offering
teleworking options. The Administrator is required to transmit a report to the Committee
on Small Business of the House of Representatives and the Senate with the results of an
evaluation of the pilot program, no later than two years after the first date on which funds
are appropriated to carry out the Act. At this time, neither bill has been enacted.

P.L. 106-346, Section 359

Under section 359 of the Department of Transportation and Related Agencies
Appropriations Act, 2001 (P.L. 106-346), directs each executive agency to establish a
policy in which eligible employees may participate in telecommuting to the maximum
extent possible without diminished employee performance. It requires the Director of the
Office of Personnel Management to provide that such requirements are applied to 25
percent of the Federal workforce and to an additional 25 percent of such workforce each

year thereafter.
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Proposed and Existing New York-Legislation

Assembly Bill 953

Assembly Bill 953, co-sponsored by Assemblymen Kevin Cahill (Ulster County) and
Felix Ortiz (Kings County), and multi-sponsored by Robert K. Sweeney (Suffolk
County), was introduced to the State Assembly on January 9, 2001, and subsequently
referred to the Committee on Labor. The proposed bill cites the “very promising future”
of telework as a way to improve the balance between work and family life for employees,
as well as a means for businesses to save money by reducing real estate costs, reducing

" worker’s compensation premium contributions, and reducing absenteeism. The bill also
cites the accompanying benefit of reduction in air pollution and traffic congestion.

The bill, cited as the “Telework 2001 Act,” calls for the creation of a task force and
demonstration program on teleworking to study the impacts and benefits of telework.
The task force is to be composed of departments of:

Environmental Conservation,

Transportation,

Civil Service,

The Workers’ Compensation Board,

The Office of General Services, and

The Office of Advocate for Persons with Disabilities.

The task force is to establish a pilot program and study, working with five Primary State
Employers including Banks, Insurance, Health, Housing, and Transportation.

During the first of two phases of the project, the task force shall use an Employee Profile
Questionnaire to identify positions and employees who are eligible to telework. Once
employees have been selected, the second phase of the project will be a telework pilot
program, consisting of an actual study on the benefits or detriments of telework. After
completion of the eighteen-month study, the task force is to present its findings in a final
report to the Governor, as well as the New York State Senate and Assembly. The report
will also include determinations and recommendations of the task force. As of this
printing, this bill has not been enacted into law.

Proposed and Existing New Jersey-Legislation
Assembly Bill 2648

On November 23, 1998, Assemblyman Michael Patrick Carroll, of Morris County, NJ
(District 25), introduced Assembly Bill 2648. The bill was referred to Assembly
Commerce, Tourism, Gaming and Military and Veterans' Affairs Committee, which
provided amendments on January 21, 1999. The legislation grants a tax credit for
corporation business tax and gross income tax for employers who allow employees to
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telework. The bill defines a “qualified residential telecommuting employee” as “a
salaried or hourly employee who, pursuant to a written residential telecommuting work
arrangement between the taxpayer and that employee, regularly performs a portion of the
services that are part of that employee’s normal workweek in the employee’s residence
[in the State of New Jersey] without making any work-related commute trips on the day
or days that the employee is teleworking, and is not directly supervised in the
performance of the employee’s duties while at the employee’s residence.”

The tax credit allowed is equal to one percent of the portion of wages and salaries that are
paid to employees for the part of the workweek that the employee regularly teleworks.
For example, if the employee teleworks for two out of the five workdays per week (2/5 or
40 percent), the credit of one percent is calculated based upon 40 percent of the total
remuneration paid to the employee. For example, for an employee with a salary of
$50,000, the tax credit would be equivalent to $200 (40% x $50,000 x 1% = $200). The
tax credits can be applied to tax otherwise owed for the taxable year, or they can be
carried over for up to seven years if the credits exceed allowable limits in any given year.
In order to obtain the tax credit, employers must file a form with the Director of the
Division of Taxation, listing specifics of the employee’s schedule and salary.

In the First Reprint of the bill, dated September 3, 1999, the cost to the state of the bill
was estimated using a study of the Institute of Transportation Studies (ITS) at the
University of California, Davis, which uses estimates of the demand for teleworking in
California. Applying the California estimates to New Jersey employment levels in 1998,
it is estimated that as many as 240,000 workers could be teleworking an average of 1.2
days per week. Using 1997 income data provided by the New Jersey Department of
Labor in April 1999, suggesting an average daily salary of $200, the estimated tax loss
for either or both of the State’s two income taxes (corporate business and gross income
tax), is an average of approximately $28 million. :

Proponents of the bill outline benefits to New Jersey communities through reduced VMT
by New Jersey commuters and, thus, reduced dependence on gasoline to fuel commuter
trips. The result would be improved air quality from reduced pollution. Proponents also
cite employee benefits, including reduced stress due to lessened commute times,
improved morale, and better work/life balance, including time spent with family and
friends. Opponents of the bill argue that the tax incentive may be too low for a company
to be bothered with the requisite paperwork and incremental cost of providing employees
with the technological tools to work at home.

Assembly Bill 1193

District 13 Assemblyman Joseph Azzolina, pre-filed the “Family Home Occupation Act”
for introduction in the 2000 session of the 209™ Legislature. The bill “classifies certain
home occupations as accessory uses [of a residence] needing no use variances in
residential zones; authorizes municipalities to limit or exclude certain warehousing,
manufacturing or retailing activities.” The bill was passed by the Assembly on June 28,
2001; an identical bill S. 2069 is pending in the Senate.
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The bill recognizes the rise in home-based businesses, citing that:

In New Jersey alone, 6,000 family home occupations are started each month. Over the
past decade, New Jersey gained over a quarter million new home-based, service-oriented

businesses.

The bill acknowledges that many family home occupations are operating in violation of
outmoded local ordinances, most of which were enacted in the 1960s and 1970s to
protect residential neighborhoods from the negative effects of industry. In keeping with
the original intent of that legislation, the Family Home Occupation Act specifies that the
home business activity be compatible with the residential use of the property and

indicates that:

“(a) the activity is compatible with the residential use of the property and surrounding
residential uses;

b) the activity employs no employees other than family members residing in the
dwelling or unit [unless otherwise provided by ordinancel];

©) the volume of invitees or guests who visit the residential dwelling or unit is not in
excess of what is customary for residential use in the neighborhood;

(d there is no outside appearance of a family home occupation including, but not limited
to, parking, signs or lights;

(e) the volume of deliveries or truck and other vehicular traffic is not in excess of what is
normally associated with residential use in the neighborhood;

® the activity uses no equipment or process that creates noise, vibration, glare, fumes,
odors or electrical or electronic interference, including interference with radio or television

reception, detectable by any neighbors;

® the activity does not generate any solid waste or sewage discharge, in volume or type,
which is not normally associated with residential use in the neighborhood; and

(h) the activity does not involve any illegal activity.”

The bill also allows a municipality to establish standards related to the number of invitees
or guests that will be deemed acceptable in residential districts, as well as standards for
the volume of deliveries that should be allowed.

Legislative Statute 27:1B-21.18

New Jersey Legislative Statute 27:1B-21.18 specifies that “No later than January 1, 2001,
the Chief Executive Officer and Secretary of the New Jersey Commerce and Economic
Growth Commission, in consultation with the commissioner and the State Treasurer,
shall submit a report to the Legislature containing a program to identify sectors of the
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economy, or specific occupations, which are appropriate for telecommuting to increase
teleworking in the State.”

In a report to the Legislature prepared by the New Jersey Commerce and Economic
Growth Commission, New Jersey Department of Transportation and New Jersey
Department of Treasury, teleworking is defined as a work arrangement in which
employees perform work during business hours at home or at “telecenters™ that are closer
to their homes. The report states that, a “fundamental characteristic of teleworking is that
it substitutes for a trip that would otherwise be made to a traditional worksite or reduces
the distance the employee travels to work.”

The report suggests that “to achieve the statutory goal of increasing teleworking in the
State, more information is needed to identify the extent of employers’ and employees’
interest in teleworking and specific telework information and assistance needs,” citing a
limited New Jersey-specific data. It recommends that New Jersey-specific data be
collected through commuter surveys and employer surveys. It also suggests that if the
surveys demonstrate an interest among commuters and employers, the State might wish
to promote programs or policies to increase teleworking in New Jersey; e.g., an outreach
program about teleworking to employers and commuters. It additionally suggests that the
State “explore opportunities for State Planning practices to encourage

teleworking. ...through tax benefits to employers for expenses incurred in offering
teleworking to employees.” It further suggests that the Legislature review labor
compliance and liability issues and zoning regulations that might inadvertently hinder
teleworking.

Connecticut

Regulations of Department of Transportation Concerning Voluntary Traffic Reduction
Program

The State of Connecticut Regulations of Department of Transportation has added new
sections 13b-380-12 through 13b-380-17 related to its Voluntary Traffic Reduction
Program, defined in section 13b-38 of the Connecticut General Statutes, which require
the Commissioner of Transportation to adopt regulations for a voluntary traffic reduction
program. The program encourages employers to develop programs to increase
ridesharing and mass transit use by employees.

Employers who wish to participate are required to submit information about employer
name, address, and principal place of business as well as the name, title and address of
the designated contact person, the employer tax ID number, the Federal employer ID
number, the address of each work location where there will be a Traffic Reduction
Program, and the number of participating employees.

Employers are required to submit a traffic reduction plan, using the format set out by
DOT containing: '
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e A work location description and its transportation-related characteristics,

e A list and description of measures to be implemented,

e The name, title, phone number, mailing address and signature of the designated
employee traffic coordinator for the work location, and

e A list and description of any related commuter benefits or allowances to be
provided.

Employers are required to submit a written report within one year of submission of the
original traffic reduction plan, which details results of implementation, as well as
measures the employer may implement within the next year to further reduce vehicle

trips.

Employers are required to maintain records in the office for at least five years after they
are first generated. '

The Connecticut DOT Voluntary Traffic Reduction Tax Credit Program

Connecticut DOT offers tax incentives for those companies in Connecticut’s non-
attainment area which have more than 100 employees and which encourage employees to
use transit, ridesharing services, or means of commuting other than driving alone to work.
The areas affected are all of the towns in Fairfield County, except Shelton, and the towns
of New Milford and Bridgewater. A company can receive up to 50 percent of its traffic
reduction expenses or $250 per participating employee (whichever is lower). The tax
credit a company receives could be reduced if tax credit applications from all companies
in a year exceed $1.5 million.

To receive a tax credit, a company must:

e Complete and submit a two-page form describing its traffic reduction activities
(the traffic reduction plan),

e Complete and submit a one-page tax credit application form to the Connecticut
DOT, citing the amount of money the company spent on its program and the
number of participating employees, and

e Receive a “certification” of approved credit from the Connecticut DOT. The
company can then claim the credit on an amended tax return submitted to the IRS.

The tax credit program is administered through the Connecticut DOT.



Summary of Legislation and Legislative Proposals

Requirement
or Proposal

P.L. 105-178

Where

Federal

Description

P.L.105-178, as part of the .
Transportation Equity Act for
the 21% Century, the
Congestion Mitigation and
Air Quality Improvement
(CMAQ) program funds
transportation projects or
programs that contribute to
attainment or maintenance of
the national ambient air
quality standards for ozone
and carbon monoxide.

Date
Introduced
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Status

In effect

P.L. 106-69,
Sec. 365, and
P.L. 106-24,
Section 2603

Federal

P.L. 106-69, Section 365,
requires the design of pilot
programs by creating an
emissions trading program
for teleworking. P.L. 106-24,
Section 2603 allows for
implementation of emissions
trading programs in five
regions of LA, Houston, DC,
Denver and Philadelphia.

In effect

S. 521,
H.R.1012

Federal

S. 521, the “Telework Tax
Incentive Act” allows a credit
against income tax for
expenses incurred in
teleworking.

3/13/2001

S. 521 was
referred to
Committee
on Finance;
H.R. 1012
was referred
to the
Committee
on Ways
and Means.




Requirement Where
or Proposal

Description

Date
Introduced
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S.522; HR. | Federal S. 522, the “Small Business 3/14/2001 Referred to

1035 Teleworking Act,” directs the Committee
Administrator of the Small on Small
Business Administration to Business;
“conduct a pilot program to H.R. 1035
raise awareness about was referred
teleworking among small to the
business employers and to Committee
encourage such employers to on Small
offer teleworking options to Business.
employees.”

H.R. 5394 Federal Section 359 calls for In effect

(enacted into appropriations to Federal

law by P.L. agencies to establish

106-346) Sec. telecommuting policies and

359 programs for eligible
employees.

AB 953 State — NY | Referred to as the “Telework | 1/9/2001 Referred to
2001 Act,” this bill calls for .| Committee
creation of a task force and on Labor
demonstration program on
teleworking to study the
impacts and benefits of
telework.

AB 2648 State — NJ | This proposed legislation 11/23/98; Referred to
grants a tax credit for amendments | Assembly
corporation business tax and | on 1/21/99 | Commerce,
gross income tax for Tourism,
employers who allow Gaming and
employees to telework. Military and

Veterans’
Affairs
Committee

AB 1193 State - NJ | A.B. 1193, the “Family 1/21/2000 Passed by
Home Occupation Act,” the
classifies certain home Assembly
occupations as accessory uses on June 28,
of a residence, which need to 2001;
use variances in residential awaiting
zones. Bill may protect Senate
teleworkers. action.
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Description Date Status
Introduced

Statute State — NJ | This statute requires the - ' In effect
27:1B-21.18 preparation of a report on NJ

occupations suited for

telework.
General State - CT | State DOT offers tax In effect
Statutes, incentives for those
§13b-38 companies in Connecticut’s

non-attainment area that
encourage employees to use
means of commuting other
than driving alone to work.
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Chapter 5: Conformity and State Implementation Plan Analysis

Several empirical studies have been conducted in the past 20 years to document the
impact of teleworking on travel behavior.® Based on these studies, teleworking has been
shown to reduce both the number of vehicle trips and vehicle miles traveled.
Furthermore, although teleworkers generate trips on teleworking days, the net impact on
vehicle miles and vehicle trips is still positive. To stay within transportation conformity
budgets (described further below) and to develop and enforce state implementation plans
(described further below) that meet Federal requirements, many regions are using
teleworking as a viable strategy for reducing vehicle trips and miles traveled. Two
examples include the Metropolitan Washington Council of Governments’ and the
Southern California Association of Governments’ use of telework to meet transportation

conformity/air quality.

All metropolitan areas where air quality violations have been measured have been
assessed by the U.S. Environmental Protection Agency (EPA), and some have been
designated as non-attainment for one or more pollutants. All non-attainment areas are
required to prepare a plan that will bring the area into compliance. This plan is called a
State Implementation Plan, or SIP, and must be accompanied by enforceable rules,
enacted legislation, or other legal commitments to put the plan into effect. It must also be
accompanied by computer modeling showing that the emission reduction measures
adopted will bring about a reduction in pollutant levels protective of public health.
Although some emission reduction measures are required (such as inspection and
maintenance programs), the state has considerable leeway in deciding how to reduce
emissions. In addition, the EPA has recently published guidance on taking SIP credit for
reductions resulting from voluntary programs, such as teleworking. The agency
responsible for the SIP is the state air quality agency, although some functions may be
delegated to local agencies with EPA’s concurrence.

The Clean Air Act Amendments of 1990 also contained a provision that requires all
federally funded transportation projects and all major projects not supported by Federal
funds to conform to the air quality goals of the state. Transportation projects must be
consistent with the objectives of the SIP and must demonstrate that they will not interfere
with attainment of the air quality standards. Specifically, transportation plans, programs,
and projects cannot:

e create new violations of the Federal clean air standards,
e increase the frequency or severity of existing violations of the standards; or

e delay attainment of the standards.

The agency responsible for analysis of transportation plans and projects for conformity is
the Metropolitan Planning Organization (MPO). Periodically, the MPO must provide a
projection of growth in vehicle miles traveled (VMT) for a period of twenty years. These

3 State of California, the Puget Sound region, Metropolitan Washington Council of Governments, AT&T,
the Southern California Association of Governments, the County of San Diego, and Bell Atlantic pilot
programs and the International Telework Association and Council's Telework America Surveys.
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projections are used to estimate emissions from the transportation sector and take into
account all transportation control measures, improvements in vehicle technology, and
other factors that could influence emissions. These estimates are known as the conformity
budget and are made for each year over the twenty-year period. New transportauon
projects are assessed against this baseline.

Any proposed project (for example, a new highway) must show through a computer
modeling analysis, using anticipated changes in VMT, speeds, traffic counts, and other
variables, that the project would not increase emissions of nitrous oxide, carbon
monoxide or volatile organic compounds that would lead to new violations, increases in
existing violations, or delays in attaining the clean air standards. Regional transportation
plans are also subject to conformity analysis, conducted by the state Department of

Transportation.

To better understand current and future requirements for trip reductions or decreases in
VMT promulgated by state or local air quality agencies, the SIP and transportation
conformity analyses for each state in the greater New York region were reviewed. In
addition, interviews were conducted with air quality agency personnel to determine
whether teleworking was assumed in either the SIP or the conformity analyses.

Conformity Budgets

The following provides the conformity budgets for the three regions.

New York.

New York’s 1999 transportation conformity budget for VOC and NOXx is:

VOC 294.7 tons/day
NOx 322.6 tons/day

The responsible agency is the New York State Department of Environmental
Conservation.

New Jersey

The New Jersey conformity budgets for the 15 percent reduction and the 9 percent Rate
of Progress reductions have been approved by the EPA. For northern New Jersey, these

budgets are:

VOC 93.20 tons/day
NOx 175.51 tons/day

The responsible agency is the North Jersey Transportation Planning Authority.
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Connecticut
VOC 9.7 tons per summer day (tpsd) severe area
30.0 tpsd serious area
NOx 23.7 tpsd severe area
79.6 tpsd serious area

The responsible agency is the Connecticut Department of Environmental Protection.

Based on interviews with EPA staff from Regions 1 and 2, neither area currently uses
telework credits specifically in their conformity analyses.

State Implementation Plans
New Yofk
New York has no provisions for teleworking in its current SIP. Teleworking is not being

seriously considered as a trip reduction strategy at this point. There are also no
institutional “champions” promoting or implementing teleworking in the region.

New Jersey

New Jersey’s attainment demonstration and plans do not include any provisions for
teleworking. The required reductions in VOC and NOx emissions will be made up
through the use of reformulated gasoline, enhanced inspection and maintenance, certain
Federal programs, and stationary source NOX controls.

Connecticut

Connecticut’s plans do not include any provisions for teleworking. The control strategy
for meeting target emission reductions “consists of the continued enforcement of
measures EPA approved as part of the State’s 15 percent emission reductions plans
(March 10, 1999), coupled with emission reductions from the State’s NOx control
strategy for large industrial point sources, Federal non-road engine standards, and
Connecticut’s Low Emission Vehicle program. All of these control measures are
approved as part of Connecticut’s SIP.”

Summary

A review of the SIPs and transportation conformity analyses for New York, New Jersey,
and Connecticut revealed that “no assumptions” were made concerning teleworking and
no air pollution credit was taken for teleworking programs. Interviews with air quality
agency staff confirmed this finding, and staff members from all three states also
confirmed that there were currently no plans to do so in the future.
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Given the difficulties in finding and enforcing emissions reduction strategies in the
mobile source or transportation sector, some states have turned to voluntary measures
such as teleworking. Since teleworking programs have shown great potential as a
strategy for reducing trips and VMT, policy makers and planners may want to consider
their use for achieving transportation conformity and meeting SIP requirements.
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Chapter 6: Telework Service Providers

Publicly funded teleworking resources are often available to employers through a variety
of sources. These include the metropolitan planning organizations, transportation
management organizations (TMAs), rideshare organizations, state agencies, or branches
of regional/local government. Vendors and private consultants also offer assistance for a

fee.

TMAs in the greater New York region play a major role in working with employers to
offer alternatives to driving alone. TMAs are public-private partnerships formed to
provide a forum for employers, developers, building owners, local government, and
others to address local transportation and air quality issues. TMAs typically work closely
with employers to design and implement alternative transportation programs. Most
TMAs broker transportation services and also offer assistance on implementing
carpooling, vanpooling, transit, alternative work hours, and telework programs.

The following provides an overview of existing resources in each state.

New York-Public Resources

Three sources for assistance with teleworking were identified in the immediate New York
area. These include:

CommuterLink

CommuterLink is a TMA, founded in 1989 as E-Z Rider, and has been operating as
CommuterLink since 1996. The primary goal of CommuterLink is to promote and
encourage ridesharing and other modes of alternative transportation in order to reduce
congestion and improve air quality and mobility. CommuterLink provides people who
work in any of New York’s five boroughs with computerized ridesharing assistance,
transit commute itineraries, a guaranteed ride home program for its members, parking
management programs, and other trip reduction strategies. The customized rideshare
program, supported by an extensive database of commuters traveling within New York
State, matches commuters who live and work close to each other and work a similar

schedule.

CommuterLink also provides services to employers including on-site assistance, parking
management, flexible work schedules, teleworking, ozone action, and business
relocation. CommuterLink’s website provides information about the costs of commuting,
as well as the environmental impact, with high-level descriptions of hydrocarbons,
nitrogen oxides, carbon monoxide, and carbon dioxide.

Long Island Transportation Management
The Long Island Transportation Management (“LITM”) is a non-profit corporation

supported by the public and private sectors. Its purpose is to reduce traffic congestion
and to improve air quality. As such, LITM provides transportation information to
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commuters and transportation demand management assistance to employers in Nassau
and Suffolk Counties. Specifically, LITM’s services include employee ride matching,
free commute information racks with site-specific transit and rideshare information,
assistance with employee commute issues resulting from relocation, and on-site

commuter fairs.

LITM and the New York State Department of Transportation jointly administer a
program entitled “The Commute Alternatives Program” (CAP), a voluntary program
designed to assist employers in bringing various commute alternatives to the worksite.
These include ridesharing, compressed work week, teleworking, and flextime programs.
CAP also has a "ridematch" database, which potential carpoolers may access. In
addition, the CAP program provides grants of up to $2,500 to employers that implement
alternatives at their worksites.

Westchester County Department of Transportation-SmartCommute

Westchester County Department of Transportation, in cooperation with the Westchester
County Association, Inc., developed Westchester's SMART COMMUTE program to
help reduce traffic congestion in Westchester County by encouraging the use of commute
alternatives such as buses, trains, vanpools, carpooling, teleworking, compressed work
schedules, walking, biking, or any other travel mode or work arrangement that takes a
single occupant vehicle off the road. Over 100 employers are enrolled in the program.

New Jersey-Public Resources

New Jersey has nine TMAs, eight of which serve a portion of the New York and New
Jersey non-attainment areas. TransOptions and the Greater Mercer TMA provide more
comprehensive services in the area of teleworking, while other TMAs plan to be

resources in the future.

TransOptions

TransOptions, formerly MCRIDES, offers training assistance to employers and
employees related to teleworking. One example is a lunchtime seminar that is presented
to employees at their workplace, introducing them to the teleworking concept and

providing tips for effective teleworking.

The TMA also created a worksite specific telework training program to improve
managers’ competence and comfort with remote management and to guide teleworkers to
good teleworking habits. The program consists of one-on-one interviews with potential
teleworkers and telemanagers to identify possible telework barriers. The teleworkers and
telemanagers are then brought together to discuss and resolve any issues, and the
decisions are documented in an agreement that spells out the teleworking schedule,
reporting and communication, telework tasks, and other concerns of either the teleworker

Or manager.
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TransOptions implemented this program at one firm, with nearly 100 employees
teleworking an average of 1.5 days per week each. Ina limited evaluation of the
program, the TMA found that both managers and teleworkers believed the program was
working well and fears they had before the program started were not realized. Managers
felt that morale increased as a result of the program and that communication was
maintained at the pre-telework level. Employees reported being more productive because

of fewer interruptions on telework days.

Greater Mercer TMA

Greater Mercer Transportation Management Association (TMA) is a non-profit
partnership of the public and private sectors supported by member dues and grants from
state agencies. Greater Mercer TMA is dedicated to reducing traffic congestion and
improving mobility in and around Mercer County, New Jersey and does so by providing
a variety of commuter programs and services.

Greater Mercer TMA provides members with information about various alternate work
arrangements, which include telework. Greater Mercer TMA provides a list of resources
to assist with telecommuting. Their website also provides numerous links to other
telework resources.

Connecticut-Public Resources

Telecommute Connecticut!

Telecommute Connecticut! is a free service that assists all Connecticut employers with
design, development, and implementation of telework. This program is sponsored by the
Connecticut Department of Transportation and is administered by Rideworks of Greater
New Haven and Waterbury in cooperation with Metropool of Fairfield County and The
Rideshare Company of Hartford. This program offers one-on-one assistance, a best
practices guide, informational videos, a website, and a newsletter.

The program additionally provides employers with design, development, and
implementation assistance for teleworking as an alternate work site option for their
designated employees. They offer employers a variety of services, including;

program goal setting,

policy formulation,

telephony and other technology needs analysis,
pilot implementation and program assistance,
training,

cost/benefit analysis, and

evaluation.

In addition, Telecommute Connecticut! provides case studies of companies that have
successfully implemented teleworking programs and also provides information from a
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variety of studies and surveys that have been completed detailing national as well as local
teleworking statistics.

Summary

Telework assistance is mainly being offered through TMAs and rideshare organizations
in the region. The most comprehensive program is being offered through Telecommute
Connecticut! which offers information, data, and one-on-one assistance to employers in
the State of Connecticut. The TMAs in New York and New Jersey offer varying degrees
of assistance ranging from provision of general information to offering specialized
training on teleworking.

Although the TMAs and Telecommute Connecticut! offer resources on teleworking,
employers are not always aware of these services. In both New York and New Jersey,
there is a need for developing greater tools and resources that can be readily available to
employers for developing and implementing telework programs.
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Chapter 7: Pilot Programs

Numerous corporations in the greater New York Metro area claim to have telework

- policies in place. In many instances, these amount to one to ten teleworking employees

per organization. Most programs are also offered on an informal basis, lacking human
resource policies and criteria for the program.

For this study, we have only included corporations with significant telework programs.
Corporations with telework programs identified in this study include American Express
Travel Related Services, AT&T, IBM, Deloitte & Touche, the New York Times,
Deutsche Bank, Merrill Lynch, PricewaterhouseCoopers, Vytra Health Plans, Nabisco,
Dunn & Bradstreet, Verizon, Johnson & Johnson, Telcordia Technologies, Avaya, ’
Schering-Plough, Georgia Pacific Company, and Pitney Bowes. Case studies of these
programs are available in Appendix 4 of this report. ‘

Teleworking Programs

Emission Reduction / Travel
Benefits

Noted Benefits
(Cost rWorlilL' e){ !

No. of

=

' New York State

Reduced turnover and training Reduced commute time
expenses

Improved recruiting and staff
retention

Improved attendance and
productivity

Improved employee morale
Decrease in job-related expenses
Decreased stress

Greater empowerment

Improved work/life balance

Office for
Technology

75 37.2 million miles

Gains in productivity - 25%
Cost savings - $100 million
Reduction in travel time — 89%
Transportation cost savings -

$26.05/week

NYNEX Satellite
Center

8,777 hours/year saved in travel time
255,600 travel miles/year saved
9,800 reduced trips/year

NYSDOT 105 Benefit/Cost Rz;tio =1.82

NYMTC 62

1 less sick day/year
Telecommuter savings of $44+ /
month ($12 per telecommuting
day)

19,000 less vehicles per day entering
central business district

95,000 fewer vehicles per day in
greater NY Metro area

50 million trips/year

2.5 tons toxic emissions/day

15 million gallons gas/month

1.7 million tons carbon monoxide
220,000 tons hydrocarbons
110,000 tons NOx

50,000 tons carbon dioxide
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Annual cost savings - $11 Million
Highest levels of job satisfaction
among telecommuters

' No. of Noted Benefits Emission Reduction / Travel
Company Participants (Cost or Work/Life) Benefits
AT&T 27-28% of Gains in productivity (employee carbon monoxide = 1.7M tons
employees reported) — 25% hydrocarbons = 220,000 tons
30,000 + Real estate savings - $25 million NOx = 110,000 tons
globally Increased productivity - $100 carbon dioxide - 50,000 tons
million 110 million miles/year
Reduced turnover - $18 million 5.1 million gallons of gas/year
95,000 fewer trips/year
New York Times 5% Not Available Not Available
IBM 20,800 globally | Gains in productivity - 10 to 20%
95% of sales and | 75% real estate savings - 2M
marketing square feet

 New Jerscy— Programs

Schering-Plough

128

Gains in productivity - $390,000 |

Increased effectiveness - $312,000
Reduced sick time - $121,000
Reduction in turnover - $1 million
Overhead savings — 60 seats in
office

Avoidance in travel costs - $2.3
million

Real estate avoidance - $840,000
in space for teleworking staff
Leasing costs avoidances for space
to support field staff work -
$430,000 for space to support field
staff work

Turnover cost savings - $675,000

Avordahg:e 1;1 ﬁé&é] coéts 3 $2.3M »

American Express
Travel Related
Services

240+

Gains in productivity - 40% more
calls per day; 20,000 new
establishments signed up
Increased customer satisfaction -
28%

Increased employee (rep)
satisfaction ~ 25%

Dunn and Bradstreet

Unknown at this
time

Reduced needs for office space by
20-25%

Nabisco

Less than 100

Not Available

Telcordia
Technologies

1100+

Productivity increase - 20%
Improved morale

Johnson & Johnson

A “significant
number”

80% of managers are equipped
with laptops to telecommute on as-
needed basis

Georgia Pacific
Company

20+ in one
department;
company-wide
number
unknown

Decrease in sick days (0 for
participants)

Potential annual savings of
$26,000 in one department due to
reduced turnover and associated
CcOosts
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No. of Noted Benefits Emission Reduction / Travel
Company Participants (Cost or Work/Life) Benefits
‘Connecticat— Programs - "~ bl o e e e T e
Pitney Bowes 200+ Improved ability to recruit Not Available
employees with expectation of
flexibility
300+ employees doing something
one day a week other than driving
_ their cars to work.
| Greater. New York Metro Area
Pricewaterhouse- 110 Improved recruitment and Not Available
Coopers retention

More effective use of office space
Improved employee morale and
Jjob satisfaction
More effective use of time |
Merrill Lynch 3,500 Increased productivity - 15% Reduction of about 95,000 trips/year |
Increased employee morale - 30% i
Sick day reduction — 3.5 days ]
|
|

Retention/absenteeism savings -
$10,000 per teleworkers
New York Times 5% of employees | Not Available Not Available

Summary

Certain consistencies can be noted upon review of all of the companies with telework
programs. While there are limited quantitative metrics, most companies have measured
the qualitative, intrinsic benefits, such as work/life balance, higher employee satisfaction,
improved retention, and enhanced ability, to attract talented new personnel. Companies
have also noted benefits such as increased productivity, improved morale, reduced
absenteeism, and real estate cost savings resulting from office sharing among teleworking
employees. Many companies believe that telework is best marketed as a work/life
benefit, rather than a means of reducing vehicle miles traveled or improving air quality.
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Chapter 8: Steering Committee

Steering Committee Formation and Composition

A steering committee was established to provide a forum for discussion and to develop
policies for greater adoption of teleworking in the region. As called for in the Conference
Report accompanying the Department of Transportation and Related Agencies
Appropriations Bill, 2001, representatives from local government, environmental
organizations, and transportation agencies were selected to serve on a greater New York
steering committee. Additionally, air and transportation agencies, transportation
management organizations, rideshare organizations, metropolitan planning organizations,
educational institutions, and private sector organizations were contacted and interviewed
for serving on this committee. Approximately 50-60 individuals from the tri-state area
were interviewed for this project and for potential participation in the steering committee.

The New York Metropolitan Transportation Council (NYMTC) staffs a tri-state
committee called the Metropolitan Mobility Network that advises on similar projects.
Two meetings were conducted with this group to assess level of interest and to request
participation at the steering committee level. Staff from NYMTC was instrumental in
setting up meetings with the Metropolitan Mobility Network and additionally in helping
conduct meetings of the greater New York steering committee.

A list of steering committee members can be found in Appendix 5.

Methodology

Once the steering committee was formed, three formal meetings were conducted with the
members. These meetings were held in New York City at the World Trade Center and
audioconferencing capabilities were provided for those who could not attend in person.
Approximately 15-20 participants attended each meetings in person or by audio. The
main objectives of the meetings were to identify barriers to and enablers of teleworking,
and to develop potential policies that could help accelerate the adoption of teleworking.
A PowerPoint presentation was developed for each session. These presentations are
available in Appendices 4 through 7. The meeting time was used to encourage dialogue
among committee members. Each meeting lasted about two hours.

The first and second meetings were primarily used to identify and prioritize lists of
barriers, enablers, and policy recommendations. Barriers were defined as “restraining
forces which impede widespread adoption of telework programs.” Teleworking enablers
were also identified; enablers were defined as “forces that drive us toward the goal of
increased telecommuting.” Policy recommendations were defined as guidelines for
policies that could help increase the adoption of teleworking in the region. There was
active participation from all members of the steering committee. Meetings were used to
discuss and debate ideas, as well as to develop consensus among the varying parties.

The third meeting was used to develop details on policy recommendations and to identify
components such as funding and administration of tasks. To prioritize the barriers and
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policies, members voted by placing one to three of ten dots on each particular item.
Those in attendance voted in person and those attending by audio also voted by phone.

Findings
Definition of Telework

At the outset of meetings, the steering committee elected to define telework. Per the
committee, telework:

Extends the workplace beyond the traditional office.

Is typically a voluntary arrangement and not an entitlement.

Replaces a commute trip.

Can be part-time (1-3 days per week) or full time (4-5 days per week).
Does not apply to home-based businesses or sales oriented occupations.

This definition was developed as a starting point for the discussion and teleworking was
deliberately phrased “as replacing any commute trip,” as opposed to just an auto-oriented
trip. It also precluded home-based businesses.

Barriers to Telework

For the first two meetings, the steering committee developed a list of barriers and
enablers to teleworking. The barriers were clustered into the categories of corporate,
technological and legal, marketplace/institutional, and individual.

Corporate : Technological and Legal

» Lack of management leadership = Physical space constraints - €.g.,

= Lack of institutional adoption — workers do not have space at home.
(formal vs. informal programs, = Companies must deal with multiple
reluctance to formally adopt telecommunications service providers
programs) - and lack of control over vendors

» Poorly managed programs - not supplying technology (data/voice)
managed by objectives = Possible need to equip employees at

» Viewed as entitlement - “Haves” vs. two locations
“Have-Nots” = Low awareness of workers

» Lack of Guidelines compensation, liability, OSHA issues

» Limited cost-benefit analyses « Securing union buy-in

performed to date (technology vs.
increased productivity)

= Lack of corporate buy-in

» Lack of corporate incentives

= Difficulty in reengineering office
tools (software/paper systems) to be
reachable from remote locations
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Marketplace/Institutional Individual (“Perceived”’)
= Lack of resources available to » Teleworkers might fear lack of
companies in planning stages connection and visibility
« Lack of access to guidelines for = Need for face-to-face meetings and
implementation communications
= Lack of publicly available success = Inability to measure productivity at
stories and testimonials home

Lack of government leadership and
coordination (local/county,
state/region)

Upon completing the list of barriers, each participant was provided with ten colored dots,
which they were asked to distribute to those barriers they deemed to be most critical.
They were asked not to allocate more than three dots to any one barrier. After the
meeting, some of the barriers were combined in similar categories to arrive at the three
most significant barriers. The following table shows the main three categories of barriers
as identified by the steering committee.

Total:

Buy-in / Management Leadership 43.6 %
- Lack of management leadership 56.9%
- Lack of corporate buy-in 41.2%
- Viewed as entitiement — “Haves” vs. “Have-Nots” 15.7%
- Poorly managed programs — not managed by objectives 13.7%
- Lack of institutional adoption — formal vs. informal programs,
reluctance to formally adopt programs 5.9%
- Securing union buy-in 5.9%
- Reengineering office tools (software/paper systems) to be
reachable from remote locations 3.9%
- Possible need to equip employees at two locations 3.9%
Guidelines / Available Data 43.0%
Lack of resources available to companies in planning stages 23.5%
Lack of publicly available success stories and testimonials 23.5%
Lack of guidelines | 23.5%
Limited cost-benefit analyses performed to date (technology vs.
increased productivity) : 23.5%
Low awareness of workers compensation, liability, and OSHA
issues 15.7%
~ Teleworkers might fear lack of connection and visibility 11.8%
Lack of access to guidelines for implementation 11.8%
Inability to measure productivity at home : 9.8%

Need for face-to-face meetings and communications. 2.0%
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Total: Government Leadership

state/region)
- Lack of corporate incentives

providers

- Lack of government leadership and coordination (local/county,

13.4%

21.6%
19.6%

- Companies must deal with multiple telecommunications service

2.0%

- Lack of control over vendors supplying technology (data/voice) 2.0%

It was no surprise that lack of management leadership and buy-in rose to the top of the
list of barriers. Management commitment is critical for starting and expanding programs.
Typically, buy-in needs to occur at both the mid and upper levels of management before a
program becomes successful. This lack of buy-in is often tied to lack of knowledge on
teleworking effectiveness as well as of the components of program implementation,
which was the second barrier identified by the group. There is a wealth of information on
teleworking created in the past 20 years that can help support bottom-line benefits of such
programs. Additionally, there are solid implementation steps such as developing policies
and selection criteria, and offering training that helps overcome many of management’s
fears regarding programs. Last, the participants identified lack of government leadership
in offering incentives or starting their own internal programs as a barrier to greater '

adoption of teleworking.

Enablers to Telework

After outlining barriers to telecommuting, the steering committee discussed enablers, or
“forces,” that increase telecommuting. Fewer categories were used and generally the
enablers were used to segue into policy development. The following were the key

enablers identified by the group:

Corporate and Individual Technological and Legal
* Real estate savings through hoteling, « Improved connectivity
office sharing, and reduction in = Increased computer literacy
parking expense « Ease and reduced cost of obtaining

» Increased productivity
» Employee cost reductions
o Meals
o Transportation/Fuel .

Policy Development

computer equipment
o Docking stations and lap
tops
Existing and Proposed Legislation
o Pilot Programs
o Tax Credits

After categorizing barriers and enablers, the steering committee came up with a list of
potential policies, which would both leverage the enablers and help to mitigate barriers.
Potential policies were also identified by category, as follows.



Marketplace

Promote telework as a work/life benefit, while ensuring adequate measurement of
cost and efficiency benefits as well as VMT.
Establish program to train and educate key players in benefits of telecommuting.
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Establish national/Federal telecommuting resources that can be accessed within the

region.

Government-led programs (mandate government agency involvement).
Create regional network or steering committee to address issues.

Provide proposals for zoning legislation.

Examine feasibility of establishing telework centers (work locations).
Dedicate funding and grants for implementation of programs.

Include telework in regional planning and goals for conformity budgets (as a
separate line item).

Corporate and Technological

Demgn “Model” Program
Goals and Goal Setting :
- Establish standards for programs, job types, metrics, and baseline data
- Risk management standards
- Ergonomic and home office space standards
- Cost/Benefit Model and Analysis
- Technology and Security Issues
Create connections between ozone action days and impact of teleworking.
Find means to reward organizations for involvement.
Work with unions to define telecommuting as a union benefit.
Establish a consortium of telecommunications providers.
Establish a main group or agency that would subcontract to a variety of
telecommunications providers.

Miscellaneous/Other

Integrate telecommuting with regional data collection efforts; generate local case
studies.

Create agency buy-in through institutional and political champions.

Establish strategic alliances.

Find private sector champions.

Develop public awareness campaign that emphasizes bottom line benefits.
Provide outreach to municipalities.

Explore market-based and general incentive programs for teleworking (emissions

trading and tax incentives).
Involve major office supplier to establish furniture and home office standards.
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The steering committee members were provided with ten dots to vote on preferred policy
recommendations. Again, they were asked not to allocate more than three dots to any
one policy. After the meeting, several of the policy topics were combined to create
specific policy categories. The results of the voting and identification of four key policy
categories was as follows:

Policy Votes | Percent
Develop a model program; provide one-on-one 67 43.8%
assistance to companies
Public awareness campaign / Educate companies 50 32.7%
on work/life and other benefits of telecommuting
Create Dedicated Sources of Funding 18 11.8%
Create market-based tax incentives 18 11.8%

Each of these policy recommendations combines several of the more than twenty
recommendations identified by the steering committee. Chapter 9 provides a more
detailed iteration of each policy recommendation.
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Chapter Nine: Recommendations

Based on meetings with the Greater New York telework steering committee and review
of the findings of this study, several actions can be undertaken to increase the adoption of
telework in the region. Government assistance can create the impetus for the
implementation of several of these actions and programs. A partnership, however,
among Federal, state, regional, and local agencies is critical to the success of these

programs.

Tt is recommended that the first three policies be viewed as a package. They are
interrelated and need to be viewed as three components of the same program.

The recommendations are as follows:

A Model Program

A Model Program would serve as a one-stop resource for information, materials, expert
advice and hands-on assistance for developing/expanding telework programs tailored
specifically to a company and its employees. Similar efforts are already underway in the
D.C., Houston, Denver, Phoenix areas, and in Connecticut, whereby employers can easily
gain access to information and assistance on teleworking. These programs have been
extremely successful in getting teleworking programs implemented and have been
administered by a variety of agencies and partnerships including the metropolitan
planning agencies, the state or local government, and other regional government

agencies.

This program can offer a comprehensive package of technical assistance services,
including:

One-on-one consultation with telework experts,

Presentations on teleworking designed for upper and middle management,
Design and implementation of telework programs,

Identification and selection of telework candidates,

Development of telework policies, procedures, and agreements,
Marketing of telework to upper and middle management,

Sample materials, case studies, and implementation kits,

Program evaluation guidelines and strategies,

Training sessions for managers and teleworkers, and

Website with all necessary tools for implementing teleworking.

The basic objectives of this program would be to provide guidelines, information, and
assistance on developing a telework program. The main incentive of such a program is
the free assistance that is offered to employers in program design and implementation.
Such a program offers sample policies, implementation materials, and training
curriculums available as templates with assistance offered to employers for program
implementation. There would be economies of scale in providing the basics for program
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implementation through templates that could be further tailored by employers and/or with
assistance at the one-on-one level. It would be most important to introduce such a
program as “‘voluntary and not as mandated.”

A website including the sample program templates, case studies, training materials, and
relevant research presents a good tool for marketing the materials and resources on the
program. In addition to including information on telework research and implementation
materials, this site could also include information for local and regional government on
examples of the use of teleworking in developing state implementation and transportation
conformity plans. This would help policy makers with tools for meeting air quality and
transportation requirements. Examples could be included of how teleworking has been
incorporated in existing planning documents.

As part of developing this model program, it is recommended that that government
agencies lead by example through implementing programs for their agencies and through
creating political champions in the region.

Public Awareness

In conjunction with development of a Model Program, which provides tools and
resources for program implementation, a public awareness campaign would need to be
developed to educate decision-makers on the benefits of teleworking. These benefits
would be positioned from a bottom-line perspective, emphasizing the work/life benefits
of teleworking. There are numerous success stories on teleworking, which can be
publicized and made widely available. Many of those success stories are already
included in this report (Appendix 4). Components of such a campaign could include:

Publicizing case studies/success stories on teleworking,

Placing news articles and TV spots,

Promoting teleworking through political champions,

Collecting improved information on teleworking in the region,

Providing cost-benefit information on teleworking to employers,
Conducting press events on teleworking, and

Working with the vendor and telecommunications communities to develop
discount programs for teleworkers.

Most of the regions with existing telework assistance programs have experienced a surge
in activity after placing articles in local media. “Telling the success of teleworking,”
through news stories, has proven to be far more valuable than advertising. A public
awareness campaign with good data and examples on teleworking could help pave the
way for increased interest in teleworking. A Model Program could then provide one-on-
one assistance and tools for transforming that “interest” into actual implementation.
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Dedicated Sources of Funding

It is recommended that either a dedicated source of funding be created or existing funds
be targeted for a Model Program and for the public awareness campaign. Funding
sources exist at the Federal, state, regional and local levels. Telework programs
nationwide have been created tapping into various sources of existing funding. Some
states have successfully used CMAQ funding to create a Model Program. In some
regions, local funds were used to start programs. The Greater New York steering
committee, however, felt that given the competitive nature of funding at the state,
regional, and local levels “other than in Connecticut, teleworking would never make the
list of state and regional programs.” They thought that a “dedicated funding source”
would need to be created to start a Model Program. The funding would be used to create
a telework resource center or “model program resources” at the regional/local level.

Market-Based and Tax Incentives

The steering committee thought that market-based and tax incentive programs could help
accelerate the adoption of teleworking in the region. It seemed, however, that creation of
an infrastructure related to the promotion and one-on-one assistance for implementation
of programs was a precursor to implementing this tier of policies. Appendix 10 presents
hypothetical scenarios for the adoption of a trading scheme related to teleworking. Given
current market prices, such a scheme would not be viewed as highly profitable to

employers.

Tax incentives and emissions trading programs might be viable strategies in the future.
The steering committee felt that adoption of such programs at this point was premature.

Summary

It is recommended that a Model Program be developed. The three proposed policies of
developing a Model Program, raising public awareness, and creating dedicated sources of
funding are interrelated. The dedicated sources of funding would support the
development of a model program, and a public awareness campaign. At the same time,
without support for a public awareness campaign, or a viable model program, it could be
difficult to create a dedicated funding source. Thus, the committee determined that the
first three policy recommendations were interrelated and should be presented as a

package.

It is recommended that a dedicated funding source be targeted at supporting
telecommuting through Model Program design and public awareness campaigns. These
efforts could be strengthened in the future through exploring market-based and tax

incentives.
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106TH CONGRESS REPORT
9d Session HOUSE OF REPRESENTATIVES 106-940

MAKING APPROPRIATIONS FOR THE DEPARTMENT OF TRANSPORTATION
AND RELATED AGENCIES FOR THE FISCAL YEAR ENDING SEPTEMBER
30, 2001, AND FOR OTHER PURPOSES

OCTOBER 5, 2000. —Ordered to be printed

Mr. WOLF; from the committee of conference,
submitted the following

CONFERENCE REPORT

{To accompany H.R. 4475}

The committee of conference on the disagreeing votes of the
two Houses on the amendment of the Senate to the bill (H.R. 4475)
“making appropriations for the Department of Transportation and
related agencies for the fiscal year ending September 30, 2001, and
for other purposes”, having met, after full and free conference, have
agreed to recommend and do recommend to their respective Houses
as follows:

That the House recede from its disagreement to the amend-
ment of the Senate, and agree to the same with an amendment, as
follows: ’

In lieu of the matter stricken and inserted by said amendment,
insert: That the following sums are appropriated, out of any money
in the Treasury not otherwise appropriated, for the Department of
Transportation and related agencies for the fiscal year ending Sep-
tember 30, 2001, and for other purposes, namely:

Section 101. (a) The provisions of the following bill are hereby
enacted into law, H.R. 5394 of the 106th Congress, as introduced
on October 5, 2000. _

(b) In publishing the Act in slip form and in the United States
Statutes at Large pursuant to section 112, of title 1, United States
Code, the Archivist of the United States shall include after the date
of approval at the end an appendix setting forth the text of the bill
referred to in subsection (a) of this section.

And the Senate agree to the same. .

FraNK R. WOLF,
Tom DELAY,
RaLPH REGULA,
HaroLD ROGERS,

67-035
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structure investments based on the transportation management
plan approved by the Secretary.

Radionavigation and positioning initiatives.—No funding is
provided for additional study activities described under “GPS vul-
nerability study follow-on requirements” and “technical support of
-GPS spectrum protection and coordination” of the congressional
justification as additional funding and guidance is provided for
similar initiatives and activities elsewhere in the department. Re-
programming requests in this area will be reviewed if submitted
and justified appropriately.

Automotive workforce training. —The conference agreement in-
cludes $3,000,000 for development and implementation of a work-
force training program designed for specific issues related to the
automotive manufacturing industry.

Telework.—The Secretary shall conduct an assessment of the
existing practices and infrastructure involved with telework efforts
in the greater New York metropolitan area and determine if a

telework program, supported by the federal government, could pro-

vide significant incentives for increasing the use of telework, there-
by reducing vehicle miles traveled and improving air quality. The
assessment should identify representatives from local government,
environmental organizations and transportation agencies ‘whao
would comprise a New York City design team for Lmﬂfumenhng a
telework program. Within six months, the Secretary s report to
Congress on the findings of this study. To carry out these activities,
the conference agreement includes $300,000.

TRANSPORTATION ADMINISTRATIVE SERVICE CENTER

" The conference agreement includes a limitation of
$126,887,000 on activities of the transportation administrative
service center (TASC) instead of $119,387,000 as proposed by the
House and $173,278,000 as proposed by the Senate. The cont{rees
concur in the recommendations of the House to disallow the pro-
posed transfer of the National Oceanic and Atmospheric Adminis-
tration’s Office of Aeronautical Charting and Cartography to the
TASC (—$43,963,000) and to disallow proposed new staffing in-
creases (— $461,000). The increase of $7,500,000 above the House-
passed level has been provided to accommodate solely the antici-
K:ted increased workload stemming from creation of the Federal

otor Carrier Safety Administration.

-MINORITY BUSINESS RESOURCE CENTER PROGRAM

The conference agreement includes a limitation on guaranteed
loans of $13,775,000, as proposed by the House, instead of a limita-
tion of $13,775,000 on direct loans as seroposed by the Senate. Fur-
ther, the conference agreement provides subsidy and administra-

tive costs totaling $1,900,000, as proposed by both thg House and

the Senate.
MINORITY BUSINESS OUTREACH

The conference agreement provides $3,000,000 for minority
bsgsin&ss outreach activities, as proposed by both the House and the
nate. . ’
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NON-ATTAINMENT AREAS WITHIN THE NEW YORK METROPOLITAN
REGION

Connecticut: Fairfield County
Part of Litchfield County

New Jersey: Bergen County
Essex County
Hudson County
Hunterdon County
Middlesex County
Monmouth County
Morris County
Ocean County
Passaic County
Somerset County
Sussex County
Union County

New York:  Bronx County
' Kings County

Nassau County
New York County
Queens County
Richmond County
Rockland County
Suffolk County
Westchester County
Parts of Orange County
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NEW YORK-NORTHERN NEW JERSEY-LONG ISLAND, NY-NJ
SEVERE-17 OZONE NONATTAINMENT AREA

Putnam Co. and the remainder of Orange Co. are in the
Poughkeepsie Area which was previoudly a Moderate NA
The 1-hr Standard is revoked (no longer applies)

Portion of Orange Co in
New York Nonaftainment Area;

Blooming Grove, Chester
Highlands, Morroe, Tuxedo
Warwick & Woodbury

New

York
Urbanized
Area
New
Jersey
(file=newyoro)
Nonattainment Nonattainment New (After Nov 91

Unclassifiable/Attainment (Remainder of 1990 Metro. Statistical Area)

-— Dashed Line is Urban Area
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Year

1990
1994
1997
1998
1999
2000

Telecomuters

3.4
9.1
1.1
16.7
19.6
23.6

5§984%

168%
22%
41%
25%
20%

55%

27%

42%

7%
41%
25%
20%

27%

24%

Number of Teleworkers

(Miltions)

Growth in Telework (1990 - 2000)

Appendix 3 - Telework Trends
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CORPORATE TELEWORKING PROGRAMS - NEW YORK

AMERICAN EXPRESS TRAVEL RELATED New York, New Jersey
SERVICES
Employees » 52,000 + company wide
» 240+ in Travel Related Services
Teleworkers » 240+

Significant Metrics = Increased productivity (40%
more calls per day; 20,000 new
establishments signed up)

» Customer satisfaction
increased by 28%

* Employee (rep) satisfaction
increased by 25%

American Express Travel Related Services (TRS) is the group that sells establishments
the opportunity to accept the American Express card and then services the account. In
early 1992, when TRS noticed that the productivity of its field sales force was declining,
they performed a study of the field sales process and organization, identifying
improvement opportunities. The result was a complete overhaul of operations with
process changes leading facilities adjustments. TRS field sales employees spent about
75-80 percent of their time with customers and the balance in TRS satellite offices. The
virtual office concept started in 1993, after a careful analysis of the work employees
conducted in the satellite sales offices. TRS determined that all of the functions
performed in the satellite office could be performed at an employees’ home. As a result,
TRS mandated the virtual office program. At TRS, the movement from satellite offices to
the employees’ homes reduced the number of trips each employee was making by about
20-25 percent.

As a result of the move to a virtual office structure, calls per day increased by more than
40 percent, 20,000 new establishments signed up, reps spend four days a week in the
field, customer satisfaction ratings increased by 28 percent, and rep satisfaction increased
by 25 percent. The improvements are the cumulative result of both process changes as
well as the move to virtual offices.

Company-wide, teleworking is promoted to all employees as an alternative work
schedule. In addition, at American Express, a teleworking team calls on company offices
where leases are up for renewal. If managers are able to reduce space needs by
encouraging workers to give up their offices and telework, the savings are shared with the
local management team.
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AT&T New York

Employees * 120,000
Teleworkers * 30,000 + globally
Significant = Carbon monoxide - 1.7 » 95,000 fewer trips/year
Metrics million tons » 25% increase in productivity
= Hydrocarbons - 220,000 (employee reported)
tons » Real estate savings - $25 million
« NOx - 110,000 tons » Increased productivity - $100
= Carbon dioxide - 50,000 million
tons » Reduced turnover - $18 million

= 110 million miles/year
= 5.1 million gallons of
gas/year

AT&T, headquartered in New York, introduced telework in the 1980s as part of a
corporate citizenship program to reduce air pollution and traffic, and it formally launched
a program in 1992 due to increased participation by employees seeking work/life balance.
Formalizing the telework program tripled participation rates. AT&T has approximately
20,500 employees in Morris, Essex, and Somerset counties, and an additional 5,300
employees in New York. According to a 2000 AT&T national employee telework
survey:

e Fifty-six percent of AT&T managers telework at least one day per month, and 27-
28 percent of employees work from home once a week or more

e Approximately 11 percent of managers are virtual office teleworkers
Twenty-seven percent of managers work from home on an unscheduled basis,
compared to only 7 percent claiming to do so just one year earlier; however, the
proportion working from home on a scheduled basis declined from 40 percent in
1999 to 25 percent in 2000 _

e Seventy-seven percent of teleworkers report increased productivity while
teleworking, with 7-1/2 hours of productive time in an 8 hour day vs. 6 hours in
the office — a 25 percent increase in productivity

e Only 6 percent reported higher productivity during their days in the office as a
result of teleworking on other days

e FEighty-three percent of AT&T managers reported higher satisfaction with
personal and family lives; 77 percent reported much greater satisfaction with their
current career responsibilities

e Sixty-seven percent of teleworkers said that the AT&T telework environment was
a major factor in declining other job offers

e Barriers to telework included connectivity (lack of access to broadband), some
difficulty locating information, increased isolation, and lack of computer
knowledge

AT&T uses a performance management system to track teleworking results and also
conducts a yearly statistical random telephone survey, for they feel that self-reporting on
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a time and expense sheet is too inaccurate a metric. AT&T estimates that full-time
teleworkers per year save the company $25 million in real estate costs, $100 million in
increased productivity, and $18 million in reduced turnover. AT&T also estimates that
employees drove 110 fewer miles in 1999, saving 5.1 million gallons of gasoline and
preventing the emission of 1.7 million tons of carbon monoxide, 220,000 tons of
hydrocarbons, 110,000 tons of nitrogen oxides, and 50,000 tons of carbon dioxide.

IBM New York
Employees * 120,000
Teleworkers = 20,800 + globally
* 95% of sales and marketing
departments

Significant Metrics  ® 10 to 20% increase in productivity
* 2 million square feet within first two years
= 22 million square feet overall
* 400,000 square feet in one New Jersey facility
» Highest levels of job satisfaction are among teleworkers

IBM, based in Armonk, New York, claims that 26 percent of its 80,000 employees
globally telework at least one or two days a week, amounting to approximately 20,800
teleworkers. IBM introduced teleworking in 1993, with the objective of cutting costs by
using space sharing arrangements (hoteling). By the end of 1994, IBM allowed its entire
U.S. sales force to telework, and within two years it had saved 2 million square feet of
office space. IBM claims to have recently eliminated 22 million square feet of office
space. In Cranford, New Jersey, there is a hoteling arrangement through which 850
people share 200 desks, saving 400,000 square feet in office space. Employees call in to
a central switchboard when they arrive and are assigned to a cubicle, where the phone
may be programmed to their individual phone lines. A survey conducted in 1996
indicated that teleworking employees showed the greatest job satisfaction and anticipated
staying with the company the longest. The majority of teleworkers were “more” to “far
more” productive as a result of teleworking. Personal productivity increased to between
10 and 20 percent after teleworking was implemented. This was especially impressive as
a productivity increase of only .1 percent was enough to make the program cost effective.

DELOITTE & TOUCHE New York, New Jersey
Employees * 30,000 throughout U.S.
Teleworkers » 800+ using flexible work arrangements
Significant Metrics = 80% of employees might have left the firm without a flexible work
(of FWAs) arrangement

» Highest reported levels of employee satisfaction

Deloitte & Touche has a number of flexible work arrangements in place, one of which is
teleworking. The main objective for Deloitte’s implementation of these arrangements has
been employee retention. Professionals telework regularly; 80 percent of employees who
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responded to a survey last year said they would have left the firm without a flexible work
arrangement. In the New York tri-state area, the firm will pay to set up an employee’s
home office, from furnishings to computer. Deloitte has been recognized by Working
Woman magazine as one of the “100 Best Companies for Working Mothers” and by
Fortune Magazine for the past four years as one of the top 100 companies to work for in
the United States.

NEW YORK TIMES New York
Employees = 15,050
Teleworkers * 5% of employees

Significant Metrics  * No known metrics

In a 1997 survey at the New York Times, employees cited a need for greater flexibility.
As a result, a work/life manager position was created to identify work/life balance related
programs and a telework program was set up and in 1999. Six percent of employees
surveyed reported working a reduced schedule, 15 percent use flextime, 5 percent
telework, and 10 percent have a compressed workweek. To enable employees and their
families to access the Internet, the company arranges leased computers for employees at a
reduced rate.

DEUTSCHE BANK New York
Employees = “An impressive number”
Teleworkers = Exact number is unknown, but per a recent survey, the number

is “impressive”
* There has been a recent increase in demand from employees
traveling 1.5 to 2 hours/day to work

Significant Metrics = No metrics at this time

Deutsche Bank has had a flexible work arrangement benefit for several years, which
includes teleworking guidelines. Corporate HR believes that groups and businesses can
work out teleworking arrangements, and acts as an advisor or liaison to the smaller
business units. The teleworking schedule is contingent upon the HR advisor working
with the manager and working with the candidate. HR believes most managers are
amenable to permitting teleworking to employees who are good workers.

Teleworking candidates must submit a proposal to their managers, who must also
complete a worksheet. The worksheets are considered critical for evaluation and set-up,
and identify benefits, challenges, and obstacles to teleworking. The worksheets help
assess whether both the business and the candidate are suitable for teleworking.
Qualifications for the program are performance and business need related, and also based
on impact on other colleagues. An employee’s ability to telework also depends on
infrastructure support from the technical side. If the employee is not set up at home
appropriately with a quick enough system, teleworking will not be feasible for that
employee. After approval, there is an initial trial period with ongoing evaluation and
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renegotiation of subsequent agreements. An employee can also be hired into a
teleworking arrangement if it is suitable for the business in question.

There is no current data on the numbers of teleworkers, though Deutsche Bank intends to
conduct surveys and tracking prior to the end of 2001. However, an informal survey of
HR advisors found an “impressive” number of teleworkers. There has also recently been
an increase in demand for teleworking from employees who travel 1.5 to 2 hours a day to
work. Many managers telework informally on a day-to-day basis.

MERRILL LYNCH ‘ New York
Employees = 70,700 nationally
Teleworkers = About 5% (3,500 +)
Significant Metrics * 15% increase in productivity

» 30% increase in employee morale

= 3.5 days sick day reduction

» Retention/absenteeism savings of $10,000 per teleworker

* Reduction of about 95,000 trips/year

= Reduced turnover and expanded recruitment opportunities noted

Merrill Lynch launched a teleworking pilot of 36 employees in 1996 as a result of the
Clean Air Act of 1990, as well as a 1995 employee survey, which showed an interest in
teleworking. Merrill Lynch also hoped to address turnover and enhance its ability to
attract top people with Internet skills by offering a teleworking benefit. The initial pilot
was implemented in a group of about 2,100 employees. Telework became the corporate
standard in 2000 and today about 5 percent of the company’s 70,700 employees (3,500)
work from home two or three days a week.

Employees who wish to telework must submit a written proposal to their supervisors
outlining the personal and professional attributes that would ensure success. Managers
lay out success factors for the worker and identify any concerns. Employee and manager
then go through training geared to making the long distance relationship successful.
Teleworking employees are also required to attend training in a simulation lab for six
days over a two-week period, usually on their scheduled telework days. As part of
training in the lab, they learn how to connect to Merrill Lynch’s servers, access network
drives, synchronize and transfer files, and perform daily backups. They are also taught
how to disassemble and reassemble their PCs, so they can troubleshoot minor technical
problems while at home. A dedicated staff of IT professionals supports remote workers,
with five technicians on call during regular business hours. Ongoing technical support is
provided through a help line and an e-mail support mailbox.

Teleworkers are required to have office space at home, whether a dedicated room or
clearly defined section of a room. Merrill owns, insures, and maintains all of the
equipment supplied to teleworkers, including furniture and two analog phone lines for
voice and data. Merrill tries to ensure that ergonomic office standards are extended to the
-home; teleworker training includes recommended heights for desks, lighting, chairs, etc.
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Upon commencement of a teleworking arrangement, employees are required to submit
five photographs of their workspace, including their monitor, desktop, chair, and a photo
of the employee sitting in the chair.

Cable is the first broadband choice for network access wherever it’s available. Most
employees use analog lines with about 25 percent of teleworkers converting over to

cable. As of May 2001, there were plans to explore using DSL in the second half of
2001. Servers have been upgraded to provide 56K capability 24/7 for a fixed price point.
Unlimited cable access costs about $50-90 per month. The company estimated savings of
over $60,000 during a pilot with just 18 people using cable access.

New York, New Jersey,

PRICEWATERHOUSECOOPERS Connecticut
Employees » Number not known
Teleworkers s 110 in New York Metro area

= 700 nationally

Significant Metrics ~ * Improved recruitment and retention
» More effective use of office space
» Improved employee morale and job satisfaction
* More effective use of time

PricewaterhouseCoopers (“PwC”) has a formal teleworking program for employees
working at home three to five days a week. About 700 teleworkers are formally under
the program, with 110 in New York City, New Jersey, Long Island, and Connecticut.
PwC provides employees with a teleworking manual and additionally provides guidance
for those people who wish to work at home routinely for less than three days each week.

PwC’s teleworking guidelines provide job characteristics suitable for work at home, as
well as traits of successful teleworkers. It outlines eligibility, the transition period, and
procedures, as well as home office set up.

In order for an employee to be considered, there is an application process, which includes
self-assessment, department approval, and partner sign-off. PwC assists with home office
setup as needed, e.g., hardware installation or connectivity. Guidelines are extensive and
include recommendations related to work, communications, expenses, safety, liability
and insurance, and etc. Each teleworker is allocated to an office location.

PwC believes it benefits from improved recruitment and retention, more effective use of
office space, increased productivity, improved disaster recovery options, and active
support of Federal requirements such as the Clean Air Act and Americans with
Disabilities Act. PwC believes staff members benefit from enhanced morale and
increased job satisfaction, reduced stress and expenses associated with commuting, more
flexibility in managing work and personal responsibilities, and more effective use of
time. They believe society benefits from energy conservation, safer and less congested
highways, safer and more active neighborhoods, and an improved environment.
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VYTRA HEALTH PLANS Long Island, New York

Employees * 450

Teleworkers * 50

Significant Metrics  * Reduction of 8,308 trips in 1999
» Increase in productivity; claims processed by teleworkers increased

from 18% in 2/99 to 34% in 10/99

In 1999, with a grant from the New York Department of Transportation, Vytra Health
Plans implemented a teleworking pilot program. In 1998, when the Health Plan was
faced with a loss of qualified claims personnel, it began a telecommuting pilot program to
attract back those employees who had left the company due to childcare issues. At the
outset, the pilot commenced with seven former employees. Today, the number of
telecommuters may be as high as 50. Included among the telecommuters are analysts, a
quality auditor, and team leader. Teleworking employees reside in Long Island and
Pennsylvania. One of the unique features of the program is that most employees work
from home full-time, with only about six employees working at home one or two days
per week. Claims teleworkers account for approximately 1/3 of all daily claims
production. ’

To address management issues such as communication, periodic meetings are arranged
with those claims processors who work at home on a full-time basis. These are arranged
at times which are mutually convenient for the teleworkers and the team leads. Team
leads are equipped with a cell phone, voicemail box, and answering machines for work
numbers at home. Teleworkers are “buddied” with on-site employees for help with needs
such as retrieving claim images more than six months old. Finally, the company has
revised productivity standards for home processors and has liberalized the schedule
allowing teleworkers to meet their production number over seven days, rather than five,
which provides greater flexibility with respect to work schedules.

To facilitate a smooth transition to telework, the company has put together a
telecommuting manual with criteria for selection, individual attributes needed, and other
helpful hints. It specifies that teleworking employees must be self disciplined, organized,
and committed to a personal schedule.

When the program was initially implemented, a variety of PCs, modems, and phone lines
were tested to optimize access and productivity. The optimal configuration in use today.
involves a standard telephone line and a modem. Employees can access the system 17
hours per day, on site or at home.
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CORPORATE TELEWORKING PROGRAMS — NEW JERSEY

NABISCO New Jersey
Employees = 50,000
Teleworkers * less than 100

Significant Metrics  * No available information

Nabisco Refrigerated Foods Company in Parsippany, New Jersey implemented a
teleworking pilot in 1994. The goal was to find a way to maximize resources by saving
on real estate costs if employees worked from home. Five out of 18 employees in the
finance department worked at home an average of two and a half days a week. By
scheduling their time in the office on opposite days, the teleworking employees were able
to share office space. A “teleworking bull pen” allows for people to share the space
normally reserved for one.

Today, Nabisco handles teleworking on a case-by-case basis. There 1s a request and
approval process, which is fairly informal. An employee submits a request to his or her
supervisor, who approves the request if the employee has a job that is suited for working
at home. Generally, a request should be approved, unless there is a good reason not to
approve it. Nabisco considers teleworking as effective as working in the office, although
it has not caught on widely at the company. Less than 100 employees out of 50,000
telework on a regular basis.

DUNN & BRADSTREET New Jersey
Employees * 10,000 worldwide, 300 in NJ
Teleworkers * Number not known

Significant Metrics  * Real estate cost savings of 20-25%

Dunn and Bradstreet has approximately 10,000 employees worldwide, with about 300
software developers at its Parsippany, New Jersey office. In 1994, D&B launched a
teleworking pilot with the objective of reducing office space. The company provides
ISDN lines to facilitate the teleworkers. Senior employees are eligible for the program,
while trainees are not. Employees must prove that it is the best interest of the company
for them to work at home. Performance is monitored regularly. As a result of
implementing teleworking, Dunn and Bradstreet projected real estate cost savings of 20-
25 percent. Michael Bell of Dunn & Bradstreet is quoted as stating in F. acilities Design
and Management in October 1993, that Dunn & Bradstreet’s “program of shared office
space and teleworking” cuts real estate costs “in half.”
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VERIZON New York, New Jersey

Employees = 260,000+; 1100 locations nationwide

Teleworkers = Number not known

Significant Metrics * Unknown at this time

Verizon, a leading provider of teleworking and virtual office solutions, has a loosely
administered telework policy. While there is very little data about teleworking at
Verizon, it should be noted that Verizon offers a comprehensive package of Virtual
Office Solutions to corporate clients with teleworking employees. Verizon’s solutions
provide employees with Internet access and/or secure remote access to the corporate
network, using a Managed Virtual Private Network (VPN). Virtual Office equips the
home office with communications capabilities that replicate the corporate office,
including applications such as Caller ID, conferencing, and voice mail. Connections
include analog, ICN, or DSL. Customers may choose the technology tailored to meet
their needs. Verizon consults with its customers on such issues as ordering procedures,
authorization policies, and service selection criteria. In addition, Verizon builds secure
web pages, builds databases to track information submitted via the web page, and
facilitates report generation. Once systems are installed and Verizon has ensured that
everything functions properly, Verizon provides a help desk for users with technical
problems. Verizon offers consulting services to help clients define teleworking goals,
develop the business case, select and train employees and managers, and ensure
environmental compliance.

JOHNSON & JOHNSON New York, New Jersey
Employees = 120,000
Teleworkers = A “significant number”

Significant Metrics * 80% of managers are equipped with laptops to telework on as-
needed basis

In the early 1990’s, Johnson & Johnson participated in the Employee Trip Reduction
Program mandated by the Clean Air Act in New Jersey. At that time, a teleworking
program was already in place as one of several “family friendly” benefits offered by the
company, along with childcare centers, flex time, and shortened workdays. For many
years, sales representatives have done most of their work from their homes and from their
cars, only visiting the main office about one day per month to see their bosses. Non-sales
employees may telework from their homes or an affiliate location, based on the nature of
work they do; it is handled on a case-by-case basis. Some employees telework two or
three times a week. All employees are provided with “objectives/goals,” which they
must reach regardless of where they work. If a teleworking employee does not meet the
objectives, he or she could lose the right to telework. Approximately 80 percent of
managers at the company are equipped with laptops, so that they may work at home on
an as-needed basis. While there is no data available on total number of teleworkers,
company spokesperson Steve Chupa indicated that the number is significant throughout
the 11 or 12 locations throughout central New Jersey.
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TELCORDIA TECHNOLOGIES New Jersey

Employees = 5,000 in New Jersey

Teleworkers = 1100+ in New Jersey

Significant Metrics * 20% increase in productivity
» Improved morale

Telcordia Technologies, a software developer, has about 7,000 employees throughout the
world, with approximately 5,000 in New Jersey and 250 in Nllinois. Telcordia has been
actively using teleworking since 1993, when they launched their program as part of the
PA’s Clear Air Act employee trip reduction efforts. That launch helped to implement a
program, which had already existed on a much smaller basis. Teleworking turned out to
be the most successful part of an overall trip reduction program, which also included
compressed workweeks, biking to work, etc. The program received strong senior
management support and publicity. Today, teleworking is included as part of new
employee orientation. In addition, there is an employee manual on Telcordia’s website,
which describes how to set up equipment. Many employees might start teleworking after
only a couple months with the company.

Telcordia recently conducted a survey of employees who telework regularly, to which
about 1,500 employees responded, primarily with positive feedback. Teleworking has
shown about a 20 percent across-the-board improvement in productivity and is
considered a major company benefit. Telcordia has been able to implement the program
because it improves morale, productivity, and the environment, which translates to
attaining and attracting employees. Approximately 20 percent of employees (about___
1,100 in New Jersey and 1,500 globally) telework on a regular scheduled basis — one to
five days per week every week. Additional employees telework on an ad hoc basis.

AVAYA New York, New Jersey
Employees = Number not known
Teleworkers = 4,500

Significant Metrics * Unknown

Avaya Communications is the former Enterprise Networks Group of Lucent
Technologies, which has been in business for over 130 years. Nationally, about 4,500
employees of Avaya telework. Those employees share office space with another
teleworker, resulting in a reduction in real estate expense. In addition, another 2,500
employees are fully virtual. An employee’s ability to telework is based on job function
and real estate. Teleworkers receive no formal training. In addition to teleworking,
Avaya also offers flexible work schedules, which include part-time, job-shares, and
compressed workweeks. :
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SCHERING-PLOUGH New Jersey

Employees = 16,000 U.S.; 22,000 total
Teleworkers = 120 ‘

Productivity gains - $390,000

Increased effectiveness - $312,000

Reduced sick time - $121,000

Reduction in turnover - $1 million

Overhead savings — 60 offices

Avoidance in travel costs - $2.3 million

Real estate avoidance - $840,000 in space for teleworking staff
Leasing costs avoidances for space to support field staff work -
$430,000 for space to support field staff work

= Turnover cost savings - $675,000

Significant Metrics

Schering-Plough Research Institute, located in Kenilworth, New Jersey and a division of
Schering-Plough Corporation, has a teleworking program in place entitled “Smartwork.”
The program is a combined effort from various internal functions including Training,
RIS, Engineering, Facilities, HR, and Management. The company has about 120 active
teleworkers with a reported 98 percent satisfaction rate for teleworkers and 96 percent
satisfaction for managers based on recent user surveys. Groups that are involved in
teleworking including Clinical Research and Clinical Operations, as well as Regulatory
Affairs, Human Resources, Research Finance, Research Information Systems, and Drug
Safety & Metabolism.

To support the teleworking program, the company provides formal training programs to
teleworkers and their managers, related to doing work remotely, managing the remote
relationship, and Schering-Plough Research Institute’s culture and processes (i.e., how
work gets done).

A number of technology solutions are in place to allow seamless remote work, including
the addition of a variety of applications to the dial-up network environment, which
extends remote work to a wider range of job types. PCAnywhere is used so that tech
support may “see” what a user sees on the screen in real time to help identify and resolve
problems. Schering-Plough also uses IP Insight, a dial-up monitoring tool that allows the
technical team to track problems with the dial-up process, including date and time, nature
of error, number of attempts, dial-up number called, etc. There is also a Remote Access
Support Center, which is focused on technical support of remote workers.

Communication with teleworkers includes voicemail distribution lists, weekly conference
calls, regular one-on-one meetings to discuss performance, monthly feedback sessions,
and a Smartwork website. Schering-Plough provides ISDN lines to its teleworkers, as
they believe teleworkers have better privacy through ISDN than through broadband (i.e.,
DSL or cable), although this year the company is looking into the possibility of adding
broadband connectivity where available. The company is looking into additional
technology improvements including scanner capability, electronic document management

capabilities, and desktop videoconferencing.
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GEORGIA PACIFIC COMPANY (FORT New York, New Jersey
JAMES CORPORATION)

Employees * Number not known

20+ in one department
» Company-wide number unknown

Teleworkers

Increased productivity (project related work)

* Decreased absenteeism (0 for participants)

* Possible annual savings (in Corporate Credit Department) of a
$26,000 due to reduced employee turnover and associated costs.

Significant Metrics

Fort James Corporation, recently acquired by Georgia Pacific Company, implemented a
teleworking pilot program in its Corporate Credit department in December 1999. The
pilot was used to test and measure the benefits of teleworking, in order to roll it out on a
large scale basis throughout the company. There was no formal telework policy in place
at that time. Inspiration for the pilot came out of a larger initiative called “Mobile
Office,” which was designed to facilitate a largely mobile workforce and ensure that
frequent travelers could access any files or data when they were on the road. Technology
was upgraded as part of that initiative, including faxing software and scanning
technology. Standards were created related to electronic calendaring, scheduling, and
other-processes, and the whole group was trained on those standards. Telephones were
call forwarded to employees working at home so that teleworking would be transparent to
customers.

The Corporate Credit department outlined teleworking guidelines, which teleworking
employees are responsible for reading and understanding. Teleworkers must complete
and sign a Teleworker’s Agreement and propose modifications to their managers. The
guidelines specify rules related to hours worked, availability for phone calls, work
practices, use of company-owned equipment, handling or company records, etc.
Managers must also complete a survey related to the employee’s suitability for
teleworking.

Preliminary internal research suggested that teleworking resulted in increased project
related work and a decrease in sick days (O for participants). They estimate that
teleworking could result in a $26,000 annual savings for Corporate Credit, due to reduced
employee turnover and associated costs. Today, approximately 20 people in the
Corporate Credit Department telework, though some telework only occasionally. There
is currently no data on number of teleworkers throughout the Georgia Pacific
Corporation.
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CORPORATE TELEWORKING PROGRAMS - CONNECTICUT

PITNEY BOWES Connecticut
Employees = 3,000
Teleworkers « 200+

Improved ability to recruit employees with expectation of flexibility
* 300+ employees doing something one day a week other than
driving their cars to work

Significant Metrics

Pitney Bowes, which has between 5,000 and 6,000 employees in Fairfield County,
Connecticut, initially launched a teleworking program to address employee work/life
balance issues. However, the focus has since shifted towards social and community
responsibility, such as toxic emissions reduction. The company has many formal
teleworking arrangements in place, with agreements specifying when the employee must
call into the office, what equipment is to be installed in the employees’ homes and any
other relevant information. Informally, multiple staff telework a few days per month and
are not required to report it to management. A total of 200+ employees telework on a
regular basis. Another 100+ employees work compressed or shortened weeks.
Approximately 20 percent of the employee population does something other than driving
their cars to work one day a week or more. Pitney Bowes management believes
productivity has increased with a noticeable “spike” in output during teleworking days.
The reasoning for this is that teleworkers work during their own personal peak hours and
have fewer interruptions at home, enabling them to use their time more effectively.

Teleworkers generally access Pitney Bowes via analog phone lines. DSL has not been
used in the past because of security concerns, but the company is currently piloting DSL
with some teleworking employees. The amount of hardware or software that is provided
varies, depending on employee needs and the business unit policy and budget. There is
no company-wide policy outlining who pays for technology.
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An Assessment of Telework in
the New York Metropolitan
Area

Conference Report 106-940 provides
- the basis for this project.

Metropolitan Mobiiity Network
NYMTC, New York
April 23, 2001
Elham Shiraz, Consultant USDOT
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Some legislation and statutes are in
" place today regarding telework....

...and an emissions trading program
is currently in place in New Jersey.

m New Jersey (Assembly bills and
legislative statute)

- m Connecticut (Trip reduction and tax
credit)

= New York (None yet)

m Conformity budgets

= State implementation Plans

m Trading (New Jersey and New York)

Appumitz 6= 4173 Mrcvg

- m Existing telework and emissions trading
. program

» Value of VOC- $2,250%0n

* Value of NOx- $1,20010n

« Value of CO2- $2/ton

m Scenario-100 people, 3 days per week

Various service providers currently

.. promote and facilitate telework.

- Long lsland Transportation Management
¢ « SmartCommute)
® New Jersey TMAs

- $2,589 VOC

« $714 NOx

- $3,588 CO2

Appands § - 423 Maratmg

Several pilot programs have been
-conducted.

NY State Office for Technology

NY State DOT
: m New York Telecommuting Project

® NYNEX Satellite Center

Aypunix § - 83 Meating

s Connecticut
» Telework Connecticut!
=@ Telecommunications Providers
= Independent Consultants
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Many employers in the New York

- Metro region have telework programs.

s Plney Bowes
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' Some employers with programs have
< quantified results.
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Some employers with programs have

- -Steering Committee

 quantified results (continued).

remniion costs - $265 000
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= Final product
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Modify report
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An Assessment of Telework in
the New York Metropolitan

Groater New York Stsering Commitiee
NYMTC, New York
May 21, 2001
Eiham Shirazi, Consultant USDOT
Kim Brant, Consultant USDOT

t Appemis 7 - 521 Mowvg

Area

Agenda

» nfroductions 100- 1:15
a Project Goals 1:15-120
u Timeine 120-125
a Ovenview of existing legisiation 125-1:35
» Key Findngs 1:35- 145
» Brainstorming (Break Out Sessions) 1:45-2:30

« Enablers and Bamers

» Proposed Soluons
= Prioiization of ideas 230-250
= Next Steps 250-300

2 Appondks 7 - 5021 Moatong

Conference Report 106-940 provides
 the basis for this project.

» The Conference Report requires an
assessment of the state of teleworking in
greater New York and identification of
incentives for greater adoption of teloworking
» identify geographic scope-non-attainment area for
azone

« Form stoering committee

« identify multiple incentives for employers and
employees to adopt telecommuting

3 Appminy 7= 321 Murersng

We have established a project

. ...and have identified the role and
- timing of the Steering Commitiee...

m Meeting 1 (May 21):
» Review of key findings
« identify barriers to widespread adoption of
telecommuting
-« Initial identification of possible policies
= Meeting 2 (June, TBD):
- kientification of Possible Policies
m Meeting 3 (July, TBD):
» Define specifics of policy recommendations

5 Avponmits 7 321 Mvwtrmg

Some legislation and statutes are in
place today regarding telework....

» New York (proposed legislation
regarding telework pilot)

=@ Conformity budgets

m State implementation Plans

= Trading (New Jersey and New York)
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Various service providers currently
promote and facilitate telework.

...and an emissions trading program
is currently in place in New Jersey.

m Existing telework and emissions trading ® New York

« Value of VOC- $2,2500n Long Istand Transportation Management

. Vahse of NOx- $1,200h0n * SmartCommute)
- Vaiue of CO2- $2fton m New Jersey TMAs
m Scenario-100 people, 3 days per week = Connecticut )
. $2 ,589 voC . L Telework Connecticut!
+ $714 NOx = Telecommunications Providers
- $3,588 CO2 = Independent Consultants
7 Appanaks 7 5021 Mouting ] Adppandcz 7 — 5711 Mowtng
Several pilot programs have been Many employers in the New York
conducted. Metro region have telework programs.
= NY State Office for Technology -lA;M&T' -W
[ ] = American Express
m NY State DOT w Merill Lynch ® Deutsche Bank
m New York Telecommuting Project m New York Times = Deloitte and Touche
m NYNEX Sateliite Center = Georgia Pacific @ Dunn and Bradstreet
» Verizon n Teicordia Technologies
® Nabisco a Johnson and Johnson
» Avaya = Pitney Bowes
® Schering-Plough
] 4—-7-th 0 Aoty 7~ 521 Mootong

ITAC data provides baseline
telecommuting levels for the region.

Teleworking grows by about 20%
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RT-HIS* data provides insight into
Jrequency of telecommuting....

. Our research findings and potential

implications are ...

Fadvommasitineg rupe It Masw Juwewy
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13 Appandky 7 - 5121 Maeatwg

. Key Finding _implication/Action

Teecommuling receives more: Promote telework 23 8 werldiife
suppert and buy-in when beneft, while snsusing adeguale
P ‘work/Aide bere=it, nt of cost and
rather than a weans of i i as well s
vehicle miles raveled. |reducSon in VMT.
There is lithe awareness of Tran and educate ey players in
benefits st & paic olits .
development level. __
There is & shorage of well- Establish resources at a
panized in the regi nationalfledersl kevel that cen be
to help ol d within the region.
{mnd develop programs. _
Lack of regianal dilogue. Creuta reghonal nebeork or
ing commiltee to ackiress
ssues.
1 Appemdd 7 - 5121 Miratng

Our research findings and potential
_implications are.....

Telecenters harve ot bean widely | Exasnine feesibility of
tested in grester NY Mebo area. establishing more belework
canters.

3 Appamis 7 - 521 Mnscwg

Brainstorming

What can we do to increase cuirent
levels of telecommuting?

" Rules of Brainstorming

- What things will keep us from increasing
curyent telecommuting levels? (Barviers

= No criticism or ediling of ideas.

= Al idess are good ideas - the crazier the better
(Think Outside the Ba).

= Build on each other’s idess.

= Go for quantity.

7 Appands 7 - 32) Mostg

m Slow deployment of bandwidth

@ Lack of suppost and buy-in fom corporations

@ increesed time at home may resull in higher
energy and utilty bills for telecommuters

” Appanis 7- 52 Mvatng
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- What things will enable us to increase
_current telecommuting levels? (Enablers)

= Increased awareness

8 Tax incentives

» Increased access fo broadband capabiiity
= Growing interest in work/e balance issues

% Appenntiz 7~ 512 Mlvetimg:

What policies will strengthen
Enablers or eliminate Barriers?

2 A 7~ 3721 iraeng

- Rules for Prioritizing our Ideas -
- Nominal Ranking.

Select top thiee choices

= Wiite choices on an index card and rank them 1, 2
or 3 (3 being highest or preferred choice)

® Choices are ranked by:
- fotal score
- numbey of people selecting choice

= Creste a list of the top choices

2 Appamiks 7~ 5721 Moorwg:

We can use a payoff matrix to select
the best policies and programs.

on

Grand Slam Bxdm innings

Siolen Base Strike Out

Increase In Telecommuting

- Time and Cost to bnplement

] ez 7~ 5221 Mg
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An Assessment of Telework in
' the New York Metropolitan

Area

Greater NY Steering Committee
June 11, 2001
2 World Trade Center, Sulte 2238
TFransit Center, New York

Elham Shiraz, Consuttant USDOT
Kim Brant, Consuttant USDOT
1 Appennits §- 811 Muettng

The steering committee requested a
definition of telework._

" Telework:

» Extends the workplace beyond the
= Is a voluntary arrangement and not an
entitiement

» Replaces a commute trip.
= Can be part-fime or fult-time.

Aopodn § - 8411 Mg

The steering committee identified

= Ease and reduced cost of
obiaining

= wmnw
= Exising and Proposed
Legisiation

» Pict Progeme
» Tex Crocts

Appans 8- 4411 Moetmg

multiple enablers to telecommuting.

Appendix 8 -6/11 Meeting

We have concluded our first Steering

- Commiittee meeting

Revew Rew 5 Sang Ngisalon. 'We are hers

[

We asked the steering committee to
identify barriers and enablers.

BARRIERS: Forces that keep us from

(Restraining Forces) - Teaching our goal of increasing
telecommuting in the greater
New York Metro area

ENABLERS: Forces that drive us toward

(Oriving Forces) our goal of increasing
telecommutting in the greater
New York Metro area

Appandin § -6/11 Moang

The committee also identified legal,
corporate and technological barriers...

Apponds 3~ &]1 Mostig




...as well as marketplace and
" individual barriers.

Barriers
® Teleworkers wight fear lack of
visibiity

= Need for face-to-face meetings
wnd conymmications

8 inability to messure
productivity at home

Appemics 3~ 6511 Birutmg

Let's Prioritize - Which Barriers are
Most Critical?

" Rules for Pnormzmg

-Anumberedhstofbamefsnsonthewallto -
be used by in-person participants

* Each participent has ten dots, which may be sllocatad to those
« Please place o sxwe than Swwe dots nexd $0 any one bassier.

a We have provided phone participants with a

numbered list of barriers

= Each participent has ten points 1o alocate to those berviers that
parficiant fesls ase sost criical.
* Plsase do hot allocate more than 3 points to any one barrier.

« Eham will speak with call on each pasticipant to gather the
woores each participent wishes 1o allocsie to barviers, by berrier
pumber;

dppandtz 8 ~6/11 Moetmg

The Most Critical Barriers to
. Telecommuting Are:

m We will provide a hist of barriers which
receive the highest score.

Apponits § - 6/11 Moumg

. We have outlined some policies to

; address markeqﬂace issues...

Proposed Pohcnes

Appands 8 - 1] Mootng

Appendix 8 -6/11 Meeting

..as well as policies to address
corparate and technologwal barners.

_‘ Proposed Policies

a Das‘w'uuﬂ'm
« Gosls wed Goul Selfing

12 a rtran of
13 | Establsh a main group or agency that would subcontract to 8
 variety of telecommrunications providers.

Apypendts ¥~ &) Mosting




We have also outlined some additional

polzcies that address multzple issues.

Proposed Pohc:es

Mwwmmmmw

| champions.
Estabish strategic aliances.

[ 17 | Fnd privale sector champions.

20 | Explore market based and genesal incenlive programs for
21 | invoive masiar office supplier to estabiish fumibre and hane:
| lofice standaras

Rules for Prioritizing Policies.

Appendes 3~ /11 iratmg

] Anumberedlistofpoimnsonhewallto
beusedbym-personpamctpams
Each participant has ten dots, which msy be alocated to those
mmmmnmuﬁd
« Please piace no more than thvee dots next to any ane policy.
= We have provided phone participants with a
numbered list of policies
- Each pasticipant has ten poinks to allocate to those policies that
perticipant fesis are most cribcal.
« Please do not alocate more than 3 points to any one policy.
- Eham will apeak with cad on each participant to gather the
mmmmhmummm

Apponds § 611} Moatwng

At our next meeting, we will ﬁII in the
matrix with tbe chosen policies.

o " rand Sem Extrn g
ﬁ Quick HRts for Long-Term Plaring

E & Big Payclf

2

]

-

£

-

]

g

E Stolen Bass Serikce Ount
d Worth s Try Why Scther?

ow
Time and Cost o implement
dppendsx 8 —4/11 Maetung
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An Assessment of Telework in
the New York Metropolitan
Area

Greater NY Steering Committee
July 11, 2001
2 World Trade Center, Sulte 2238
Transit Center, New York

Etham Shirazi, Consultant USDOT
Kim Brant, Consuitant USDOT

! dppramitz 9 - 7111 Mooty

On June 11, the steering committee
modified the definition of telework.

Telework:

s Extends the workpiace beyond the
traditional office.

m Is typically a voluntary astangement and not
an enfittement.

» Replaces a commute trip.

a Can be part-time or full-ime.

» Does not apply to home-based businesses

or sales oriented occupations.

Aoz 9~ /11 Mratmg

We then ranked the barriers (51 votes
possrble for each barrler)

Lack of management leadership 2
ILadtdcotpomebuy-in 21
Lack of resources available to companies in 12
planning stages
Lack of publicly avaitable success stories and 12
soctimoniak

rLaekofguidelines 12

Limited cost-benefit analyses performed to date - 12
(technology vs. increased productivity)

iz 9 7/11 Mosmmg.

Appendix 9 - 7/11 Meeting

. We have concluded our first two
Steering Committee meetings.

e By 2 Gxieiing nglatiion.
pa— Weiwre hare
i:-—-qe—— i
Farmanen ot palicy
L
e Repost

- On June 11, we identified some new
 barriers to telecommuting.

® [ ack of control over vendors supplying
technology (data/voice)

® Reengineering office tools (software/paper
systems) to be reachable from remote
focations

® Lack of corporate incentives
" [ack of govermment leadership and
coordination (focal/county, state/region)

dyppeitx 9 ~T11] Moating

We then ranked barriers (continued).

mamwmm 1
(ocal/county, state/region)
Lack of corporate incentives 10

Low awareness of workefs compensation, 8
Nabiity and OSHA Issues
l\ﬁewedasevﬂietm—m'vs.‘l-iave- 8

|Poorly managed programs — not managedby | 7
objectives

Telewarkers might fear lack of connection and 6
vishility

Apponits § - 7111 Mratoog




We then ranked barriers (continued).

* JLack of access to guidelines for impiementation 6

Inabiiity o measise productivity at home 5

Lack of institutional adoption — formal vs. informal 3
programs, reluctance to formally adopt programs
Physical space constraints — e.g., workers do not 3
have space at home

Securing Union buy-in 3

Apponiks § = 7711 Moatwg

. After ranking, we grouped the barriers
into the three most critical.

Buy-in / Management Leadership 75 | 436%

74 | 43.0%

23 1 134%

Jppanis 9~ 7111 Mosty

We then selected our preferred

policies (51 votes possible for each).
Propcsed Policies

Design
« Gosis and Gosl Setiing
« Establish stendends for prograss, job 1ypes, matrics and
baselns dats
. Risk ;ensgement stenderds
Ergancmic end home ofkce Space Slenderds
Anatyss

Appendix 9 - 7/11 Meeting

! We then ranked barriers (continued).

Reengineeringofﬁeetnols(sdwdpapersysars) 2
to be reachabie from remote locations

Possible need to equip empioyees at two locations 2

Companies must deal with muitiple 1
g L id

Lack of control over vendors supplying technology 1

{dataivoice)

Need for face-to-face meetings and communications | 1

A 9~ 122 natg

We also reviewed our recommended
policies and identified two new ones.

m Create dedicated funding sources for
implementation of programs

= Include telework in regional planning and
goals for conformity budgets (as a
separate line item)

Az 9~ 7111 Mirecg

We then selected our preferred
: policies (continued).

. SQeNCy ¥
Establish strategic aliances.
mmmknmphmmgmh
for conformity budgets - Sine iem.

lbmm

o~ N] @

Apgandiz $ - 7/11 Moacrg




We then selected our preferred
- policies (continued).

We then selected our preferred
: policies (continued).

0 eq O e
Fmd private sector champions.
Estabiish nabonalfederal
that can be d within the region.
Find means to reward ofganizations for
invoivesnent.
'Work with Unions to define telecommating 2s a
Union benefit.
Create agency buy-off and create nstitutional and
tical )
Establsh a consortium of ielecommunications

o O o0 &

Estabisi 2 man group or sgency that would 1]
ww a varisty of telecommunications

Pr

L\ I

Hrovide olTSach o MURCpaltes,

dppendts 97111 Mrang : dpponiks 9 7111 Moscng

We grouped common policies and
selected three top choices.

. Each proposed policy addresses all of

0 companies 67 438%

benefits of telecommuting 50 32.7%

of Funding 18 11.8%

incentives 18 11.8% tax incenives.

Appendds 9 - 7/11 Mirecwg dpponthz 9 /11 Moatog

We now need to further define our E We need an open dialogue to
> policy recommendations. brainstorm policy specifics.
m Who (which agency or agencies) shouid fund fa— nond | At ':‘q::
the program or poficy? T Foour,
= Who should administer the program or policy? Provide one-on-ome
= What are the projectsd outcomes of the
program? For example: M
. muse.d corporate buy-in wmn-ﬁ-
. N n muting wnd olher benalie of
» Greater implementation ease Crasle decicaind masces
» increased Government involvernent of kmding
« Belter access to and use of data Consie it based snd
tax incosiives
Appaeits 9 ~ 7/11 Mvarmg Apponic § - /1] Mooty
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Which of our policies represents a

. “Grand Slam”? Next Steps:
e A e
g P Gtk | Lo Tom Py m Refine Policy Recommendations
£ R = Draft Report for DOT Review/Approval
-; m Compile Comments from Steering
H Committee
£ = Compiete Report and Deliver to
é Congress
H Stolen Base Swike Out
0 o Worth 2 Try Why Bother?

oo L
Compiexity of implementation

Apmond 9 - 7111 Moatng Ayt 9~ TIL1 Mreceeg
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Appendix 10 - Hypothetical Savings from an Emissions Trading Scheme

The following table shows the amount of emissions that could be avoided in one year by
a telework program with 1,000, 3,000, and 5,000 participants each working from home
one day per week.

New York/Northern New Jersey/Connecticut
Emissions Savings for One Year
(assumes each participant teleworks one day per week)

1,000 partic 3,000 partic 5,000 partic
VMT Saved 1.25 mil mi 3.75 mil mi 6.25 mil mi
VOC Emis Saved 4.0 tons 12.0 tons 20.0 tons
NOx Emis Saved 1.7 tons 5.1 tons 8.5 toﬁs
CO2 Emis Saved 500 tons 1,500 tons 2,500 tons

Assumptions:

1. Average of 25 VMT avoided by each teleworker on days not traveling to work.
(Source: literature review and similar metropolitan areas.)

2. Average Total Hydrocarbon emissions of 2.9 grams per mile. (Source:

USEPA/NVFEL, “Annual Emissions and Fuel Consumption for an ‘Average’

Passenger car,” April, 1997 (updated July, 1998) '

Average NOx emissions of 1.5 grams per mile. (Source: USEPA/NVFEL, op.cit.)

4. Average CO2 emissions of 0.8 Ibs per mile. (Source: USEPA/NVFEL, op. cit.)

w
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